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In a society as complex and technologically sophisticated as ours, the most urgent projects require the 
coordinated contributions of many talented people. * (Bennis & Biederman, 1997) 

This issue of The Journal brings you a rich selection of articles, including commentaries by 
members of our profession who are responding to or reflecting upon Hurricanes Katrina and 
Rita. 

Engaging Volunteers with Disabilities is the second article on a project at the University of 
North Carolina at Greensboro to work with managers of volunteers to foster inclusive volunteer 
efforts. Organizations that engage volunteers with disabilities benefit from the increase in dis
ability awareness among staff, clients and other volunteers, improved agency accessibility, the 
potential for greater emotional connection with clients, and the potential to expand client ser
vices. This study was featured in AVNs first webcast. 

Andrew's research on the perceptions of the benefits of volunteering for wheelchair users who 
volunteer is a very personalized follow-up to the previous article. The author identifies personal 
benefits as well as unexpected external benefits, and concludes that volunteering represented a 
complex mixture of individual altruism, social reciprocity, and the opportunity to achieve self
actualisation. 

The next three studies deal with aspects of youth engagement. Christensen, Perry and Lit
tlepage assess the effects of "Join Hands Day," a national day of service to bring youth and 
adults together through meaningful volunteer activity. Volunteering: A Comparison of the Moti
vations of Collegiate Students Attending Different Types of Institutions discusses motivations for 
volunteering among students attending different types of universities. Altruistic motivations 
were significantly stronger for students attending the African-American liberal arts university. 
Safrit, Edwards, and Flood explore teen volunteers' perceptions of a Web-based learning pro
gram that trains and supports teens as volunteers. They conclude that the potential for a Web
enhanced delivery system for supporting teen volunteers is enormous. 

Hurricanes Katrina and Rita stretched emergency response resources, triggering a remarkable 
outpouring of volunteer assistance and generated many questions about preparedness. Many in 
our profession responded and provided valuable organizational skills for relief efforts. The jour
nal invited members of our profession to share their initial insight and stories with our readers. 
Adamshick and Barishansky provide an interesting look at the history, status and challenges of 
EMS/Fire Service Volunteerism, from the perspectives of an EMS volunteer and a volunteer 
administrator. The authors point out that approximately 60% of the more than 750,000 emer
gency medical providers in the United States are volunteers. Brennan, Barnett and Flint explore 
the importance of first responders in disaster situations and offer suggestions for coordinating 
action plans prior to and after natural disasters. 

Macduff shares her personal experience of assisting with the relief efforts by engaging tech
nology to provide Web-based resources and information. She notes that a single Katrina Web 
page on a Web site in Oregon has grown into multiple pages as professionals from Germany, 
Canada, and across the United States reached out to help one another. Rogers shares the frus
trations of volunteer medical and EMS teams who had to wait an agonizing five days to depart 
for the Gulf Coast because of license problems, and offers initial reflections on the questions 
her organization will be asking in the months ahead to prevent staff and volunteer burnout. 
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Buckley shares insights into how the Points of Light Foundation and Volunteer Center National 
Network were able to enhance their response to the hurricanes through a gift from The Disney 
Corporation, who recognized the valuable role volunteers could play in the relief efforts. Finally, 
Whiting offers a very personal reflection from her perspective as a longtime resident of Mobile, 
Alabama. The journal acknowledges these are a tiny sampling of the personal stories that will come 
forward in the months and years ahead. We hope other colleagues will share their experiences and 
best practices to help us as a profession be positioned and prepared for the next disaster. 

This issue closes with two book reviews: a new book on retaining volunteers by Steve McCur
ley and Rick Lynch, reviewed by Sheri Seibold, and a management book reviewed and recom
mended by John Throop, Executive Director, AVA. 

Mary V. Merrill, Editor 

*Reference: 
Bennis, W., & Biederman, P. (1997). Organizing genius: the secrets of creative collaboration. 

Massachusetts: Addison Wesley 
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Featured Research 
• Engagi,ng Volunteers With Disabilities: A Qualitative Study 

Suzanne Stroud, Kimberly D. Miller, and Stuart J Schleien, University of North Carolina 
at Greensboro 
Mary Merrill Columbus, Ohio 
This study identifies the benefits of engaging volunteers with disabilities as perceived by coordinators of 
volunteers. An online survey instrument was completed by coordinators of volunteers internationally. In 
the 531 (75.5%) responses to the survey's three open-ended questions, the most prevalently-cited benefits 
to engaging volunteers with disabilities included welcoming personality traits and a strong work ethic, 
increased awareness of disability issues, unique skills, and volunteer diversity that reflects the community. 
Having the right match between volunteers' interests and abilities and the agency's needs was recognized as 
an essential component in the process of engaging volunteers with disabilities. 

• Altruism or Self-Actualisation? Disabled Volunteers' Perceptions of the 
Benefits of Volunteering 
Jane Andrews, Aston University, Birmingham, United Kingdom 
Since the election to the British Government of "New Labour" in 1997, voluntary action and volunteering 
have become highly political issues. Despite this, volunteerism amongst the disabled population remains 
a largely invisible phenomenon. This paper aims to address this issue by drawing attention to the various 
beneficiaries of the voluntary activities of a group of wheelchair-users volunteering within different organi
zational settings within Great Britain. The paper then offers practical guidance for managers of volunteers 
about the management of disabled volunteers. 

• Making a Difference in a Day: An Assessment of ''Join Hands Day" 
Robert K Christensen, Indiana University, Bloomington 
James L. Perry and Laura Littlepage, Indiana University-Purdue University Indianapolis 
National days of service have become a common means for mobilizing resources around important causes 
and symbols, and building an ethic of volunteering. Martin Luther King Day, Make a Difference Day and, 
most recently, One Day's Pay are among these national days of service. Although national days of service 
have become quite common, they have seldom been systematically evaluated. This study begins to fill that 
gap by assessing the effects of "Join Hands Day" UHD), a national day of service that endeavors to bring 
youth and adults together through meaningful volunteer activity. Now in its sixth year, JHD is designed to 
develop youth-adult partnerships. Does JHD lead to meaningful intergenerational partnerships? Our 
analysis of participant surveys provides preliminary evidence that it does. 

• Volunteering: A Comparison of the Motivations of Collegiate Students 
Attending Different Types of Institutions 
David J Burns, Xavier University, Cincinnati, Ohio 
Mark Toncar, Jane Reid, and Cynthia Anderson, Youngstown State University, Ohio 
Cassandra Wells, Morehouse College, Atlanta, Georgia 
Jeffrey Fawcett, Cedarville University, Ohio 
Kathleen Gruben, Georgia State University, Statesboro 
College-aged young adults spend significant amounts of time in voluntary activities and may represent an 
important pool of future volunteers. Consequently, understanding the motivations for volunteering, of stu
dents attending different types of colleges and universities, appears to be worthwhile. Do individuals 
attending different types of universities possess differing motivations to volunteer? The results suggest that 
students attending different types of universities differ in their motivations to volunteer. The primary dif
ferences involved students attending a public commuter university and an African-American liberal arts 
university. The results are discussed. 
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• Using the ~b to Train and Support Teen Volunteers: An Initial Assessment of the 
North Carolina TRY-IT! (Teens Reaching Youth through Innovative Teams) Program 
R. Dale Safrit and Harriet C. Edwards, North Carolina State University 
R. Warren Flood, The Ohio State University, Columbus 
Both the use of technology in volunteer programs, and the expansion of teen volunteer involvement are 
important contemporary topics in volunteer administration. The North Carolina program 4-H TRY-IT! 
(Teens Reaching Youth through Innovative Teams) utilizes interactive Web-based learning combined with 
face-to-face training to support teens as volunteers. This exploratory study investigated teen volunteers' 
perceptions of three pilot TRY-IT! modules based upon eight criteria for effective Web-based instruction. 
Study participants evaluated all criteria for the modules as above average. The authors conclude that the 
modules interweave critical subject matter resources into a motivational, Web-enhanced delivery system 
that trains and supports teens as volunteers, and is based on best practices and contemporary research in 
volunteer administration and Web-based learning. 

• Oh Brother/Sister, Where Art Thour The Decline in EMS/Fire Service Volunteerism 
Liz Adamshick, Homer, Ohio 
Raphael Barishansky, Newburgh, New York 
As professionals in the field of volunteer program management, we experience firsthand the impact of cur
rent trends and patterns in volunteerism, and are challenged to re-evaluate the current processes and proce
dures we use to receive and support volunteer interest in our organizations. This article explores the impact 
of these current trends and patterns in the EMS/Fire setting, revealing similarities between these depart
ments and other nonprofit organizations, and also distinct differences that make the future of emergency 
response volunteerism an issue for all managers of volunteers to consider. 

• Community Volunteers: The Front Line of Disaster Response 
MA. Brennan and Rosemary V. Barnett, The University of Florida, Gainesville 
Courtney G. Flint, University of Illinois at Urbana-Champaign 
The dramatic and tragic events of Hurricane Katrina have highlighted the need for coordinated, communi
ty-based volunteer efforts to prepare for, and respond to, natural and other disasters. The recent hurricanes 
in the Gulf States underscore the problems and shortcomings associated with coordinating outside logistics 
and show a clear need for local volunteers to serve as the first line of response to such catastrophes. Such 
disasters are likely to occur again. When disasters do occur, citizen groups and coordinated local volunteers 
will again be the first responders, and will act to lessen impacts. This article identifies and suggests meth
ods for linking local organizations, recruiting volunteers, and implementing coordinated action plans prior 
to, and after, the impact of natural disasters. 

• The Pages of Ka:tri.na: A Memoir 
Nancy Macduff, Walla Walla, Washington 
How do managers of volunteers help in times of crisis? The launching of Web pages, with resources for 
managers of volunteers in the Gulf Coast region of the southeastern United States following Hurricane 
Katrina, provides a unique look at the simplicity and complexity of the manager of volunteers position. 
This memoir outlines the process of organizing a crisis volunteer effort and the lessons learned about man
aging volunteers. 

• Bri.ngi.ng Hope and Healing to the Gulf Coast 
Linda Rogers, Portland, Oregon 
With the enormity of this year's disasters, including war-torn Sudan, the tsunami, and Hurricanes Katrina 
and Rita, medical and EMS responders are asking hard questions about how to prevent staff and volun
teers from becoming casualties of the disasters they are responding to. In the months to come Northwest 
Medical Teams will be evaluating their own disaster preparedness in terms of staffing, volunteer availability, 
and time of response. 
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• Comfort Amongst the Chaos 
Kristin A. Buckley, Washington, DC 
A national organization's commentary on the power of a network of Volunteer Centers that helped the 
Gulf region to recover from Hurricane Katrina through the exchange of knowledge and personnel experi
enced in the management of volunteers. This piece provides a look into the importance of collaboration, 
communication, and coordination among voluntary organizations in times of disaster, and the success that 
was achieved through their efforts. 

• In The Aftermath Of Katrina And Rita 
Virginia Hearn Whiting, Fredericksburg, Virginia 
As she watched the television coverage of Hurricane Katrina, and later Rita, the author recalled her years in 
Mobile, Alabama, and empathized with those who had to cope with the fickle nature of a hurricane's 
wrath. But the spirit of giving and helping is uppermost in the hearts and minds of volunteers, and they 
answer the call quickly. 
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Engaging Volunteers with Disabilities: 
A Qualitative Study 

Suzanne Stroud, Kimberly D. Miller, and Stuart J. Schleien 
University of North Carolina at Greensboro 

Mary Merrill, Columbus, Ohio 

THE BENEFITS OF ENGAGING 
VOLUNTEERS WITH DISABILITIES 

Many volunteer administrators often won
der what they can do to increase their volun
teer base and improve the efficiency, longevi
ty, and morale of their current volunteers and 
staf£ One virtually untapped, and certainly 
underutilized, population from which new 
volunteers may be recruited comprises indi
viduals with disabilities. Volunteer coordina
tors with limited-to-no experience engaging 
volunteers with disabilities may be concerned, 
however, that increased time and money to 
supervise may be required, or special accom
modations may be needed, to engage this 
population. These concerns are commonly 
cited by volunteer coordinators as barriers to 
successfully engaging volunteers with disabili
ties (CSV's Retired and Senior Volunteer Pro
gramme, 2000; Graff & Vedell, 2003; Miller, 
Schleien, & Bedini, 2003). Nevertheless, 
many agencies have deemed these barriers 
worthy of addressing and overcoming. 

The current study addresses the benefits of 
engaging volunteers with disabilities as per
ceived by volunteer coordinators who took 
part in this practice. This research focuses 
specifically on the benefits that volunteer 
administrators perceived, both personally and 
for their agencies, through their engagement 
of volunteers with disabilities as compared to 
engaging volunteers who are not disabled. 

LITERATURE REVIEW 
Including Individuals with Disabilities 

Few studies on volunteers have addressed 
the inclusion of individuals with disabilities. 
This may be due partly to the fact that volun
teers with disabilities only account for 5.7% 
of the volunteer pool (Miller et al., 2003) 
although approximately 20% of the popula
tion has some form of disability (CSV's 
Retired and Senior Volunteer Programme, 
2000; U.S. Census Bureau, 2003). While the 
overall number of volunteers with disabilities 
is relatively low, Miller et al. (2003) discov
ered that 77% of agencies surveyed had 
engaged volunteers with disabilities at one 
time. Of these, a majority would consider 
future placement of additional volunteers 
with disabilities in their agencies (Graff & 
Vedell, 2000; Miller et al., 2003). 

Overcoming Barriers 
Graff and Vedell (2003) found that agency 

representatives believed that certain strategies 
needed to be implemented in order to suc
cessfully include volunteers with disabilities. 
Most important, a good match between the 
volunteer's abilities and his or her assigned 
duties was essential. Next, it was necessary to 
identify and provide special accommodations 
and supports for volunteers. Lack of time, 
resources, and knowledge of how to support 
volunteers with varying abilities was com-

Suzanne Stroud, Kimberly Miller, and Dr. Stuart}. Schleien have together led innovative strategies for engaging volunteers with and 
without disabilities through the Partnership F.I.V.E. (Fostering Inclusive Volunteer Efforts) initiative in Greensboro, NC. 
Dr. Schleien is a professor and head of the Department of Recreation, Tourism, and Hospitality Management at the University of 
North Carolina at Greensboro. 
Mary Merrill, LSW. is an international consultant and author. She is Editor of the journal of Volunteer Administration, and an edu
cator with The Ohio State University. Mary has spoken at four IAVE World Volunteer Conferences and is an annual trainer for 
the National Conference on Volunteering and Service and the International Conference for Volunteer Administration. 
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manly reported. Other strategies included the 
provision of disability awareness training to 
staff, access to an ongoing source of informa
tion and support for volunteers with disabili
ties, convincing administrators about the 
value of inclusive policies, and creative insight 
in job design and accommodations. Involving 
volunteers with disabilities does not have to 
be a difficult task. Most organizations that 
engage volunteers with disabilities report that 
they are involved in the same tasks and activi
ties as volunteers without disabilities (CSV's 
Retired and Senior Volunteer Programme, 
2000). 

Potential ofVolunteers with Disabilities 
Previously, Miller et al. (2003) found that 

62% of volunteer coordinators surveyed per
ceived the benefits of inclusive volunteering 
to far outweigh the barriers. It was reported 
that one third of all volunteers with a disabili
ty required no additional supports (Graff & 
Vedell, 2000). When necessary, accommoda
tions were usually minimal, ranging from 
physical accessibility, patience by the volun
teer coordinator, larger and easier to read 
labels for a volunteer with limited sight, and 
audiotaped minutes of meetings (Graff & 
Vedell, 2003). Fitting the task to the person, 
rather than the person to the task, can help 
foster a successful experience (CSV's Retired 
and Senior Volunteer Program, 2000). With a 
positive attitude, perseverance, and creativity, 
volunteer coordinators can support inclusive 
volunteering to benefit both the agency and 
volunteers alike (Miller et al., 2003). 

METHODOLOGY 
Procedures 

A cover letter introducing the survey was 
sent electronically to all AVA members with 
e-mail addresses on file and to cybervpm, 
UKVPM, and OZvpm electronic mailing list 
subscribers. The letter stated the purpose of 
the survey, voluntary nature of participation, 
and the confidential nature of the data collec
tion. The letter also contained a link to the 
online survey. In an attempt to elicit a more 
international response, a similar notice was 
also published in newsletters distributed by 
Volunteer Vancouver, Scottish Association for 
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Volunteer Managers, and Northern Ireland 
Volunteer Development Agency. No tracking 
of individual responses occurred, with all 
respondents remaining anonymous. 

Survey Instrument 
A self-designed, online survey instrument 

was used consisting of two demographic 
questions addressing agency mission and the 
total number of volunteers, and specifically, 
the number of volunteers with disabilities 
engaged by the agency in the previous 30 
days; nine questions on a 4-point Likert scale 
ranging from strongly agree to strongly disagree 
concerning volunteer coordinators' overall 
perceptions of volunteers with disabilities; 12 
questions using a Likert scale addressing the 
benefits associated with engaging volunteers 
with disabilities; and three open-ended ques
tions on perceived benefits that were only 
answered by volunteer administrators who 
had experience engaging volunteers with dis
abilities. The open-ended questions included 
(a) Have volunteers with disabilities been an 
asset to your agency in a way that is different 
or varies from volunteers without disabilities? 
Why or why not? (b) What benefits has your 
agency received as a result of engaging volun
teers with disabilities? and (c) Of these bene
fits, which has been the most important? 
Content validity of the instrument was estab
lished through careful review by a consultant 
in volunteer administration and by the board 
members of the Association for Volunteer 
Administration (AVA). The survey took an 
average of 8 minutes to complete. 

RESULTS 
This section presents the results of the 

open-ended questions. In a previous article, 
Miller, Schleien, Brooke, and Merrill (2005) 
described the results of the quantitative sur
vey data. 

Respondents 
The online survey instrument was accessed 

by 755 potential respondents. Fifty-two indi
viduals accessed the survey but chose not to 
answer the questions, thereby reducing the 
number of usable surveys to 703. Respon
dents overwhelmingly resided within the 



United States (82.5%) and Canada (5.8%). 
Other respondents resided in England, 
Australia, Scotland, Northern Ireland, Italy, 
Nepal, Singapore, United Kingdom, Nether
lands, and New Zealand (in order of re~ponse 
rate). Only respondents who had expenence 
engaging volunteers with disabilities could 
respond to the open-ended questions. Of the 
703 usable surveys, 531 (75.5%) responded 
to the open-ended questions. Analysis of the 
responses led to the conclusion that country_ 
of origin did not influence the nature of their 
responses. 

The respondents to the ~pen-ended ~ue~
tions were volunteer coordmators working m 
a wide variety of agencies. Agency missions 
included social services (n=94, 18.7%), health 
(n=82, 15.4%), working with children (n=42, 
7.9%), working with seniors (n=38, 7.2%), 
cultural arts (n=35, 6.6%), other (n=34, 
6.4%), environmental (n=33, 6.2%), working 
with people with disabilities (n=3~, 6.2%), 
volunteerism (n=19, 3.6%), hospice (n=l5, 
2.8%), government (n=l4, 2.6%), education 
(n=ll, 2.1 %), working with animals (n=lO, 
1.9%), public safety (n= 10, 1.9%), emer
gency response (n=9, 1.7%), faith-based 
(n=8, 1.5%), blood bank (n::::6, 1.1 %), public 
library (n=5, 0.9%), community develo~i:nent 
(n=5, 0.9%), recreation (n=5, 0.9%), military 
welfare (n=5, 0.9%), retirement (n=3, 0.6%), 
and museum (n=3, 0.6%). There were no 
data related to agency type on 12 (2.3%) of 
the questionnaires. 

Data Analysis 
Responses to the three open-ended ques

tions were deemed similar in nature and were 
analyzed as one comprehensive da~a set .. Two 
researchers scrutinized the data to identify 
themes and for comparative purposes. They 
conferred on the identification of 11 themes, 
which were further validated by a consultant 
in volunteer administration. Themes included 
disability awareness, unique skills, diversity, 
equality, personality traits, availability, w?rk 
ethic, personal satisfaction, match, negative 
perspectives, and win-win solutions (see 
Table 1). 

TABLE 1 
Prevalence of Themes in 
Open-Ended Responses 

# of % of Total 
Themes Responses Responses 

Personality Traits 
and Work Ethic 

Disability Awareness 
Unique Skills 
Diversity 
Equality 
Availability 
Personal Satisfaction 
Match and "Win-Win" 
Negative Perspectives 

329 20.56 
228 14.25 
227 14.19 
220 13.75 
220 13.75 
162 10.13 
98 6.13 
77 4.81 
39 2.44 

Responses were then coded based on the 
identified themes. During the coding process, 
many of the responses were placed into 1:10~~ 
than one category, depending on fit. Rehab1h
ty of the coding was verified by comparison 
to a second researcher's coding of 25% of the 
responses. The themes "personality traits" and 

" 11 " h" d" . "work ethic, as we as mate an wm-
win," were later collapsed into single themes 
due to the significant amount of overlap in 
the coded responses determined by the initial 
coder and validator. 

A note of precaution must be made before 
presenting the response summaries. Respon
dents diligently reminded us that there are 
positive and negative qualities to every volun
teer, regardless of ability. Furthermore, every
one is unique; personal characteristics cannot 
be applied to all individuals labeled as having 
a disability, as if they were all part of one 
group or class of citizens. As one coordinator 
stated, "Volunteers with disabilities are just 
like volunteers without disabilities. Some of 
them are good. Some are bad." Identified 
themes and summary statements appear next 
in order of response rate from most to least 
frequent. 

Personality Traits and Work Ethic 
Respondents most commonly spoke of vol

unteers with disabilities as having great per
sonality traits and strong work ethics. When 
describing volunteers with disabilities, volun
teer coordinators often used descriptors such 
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as inspirational, loyal, dedicated, tolerant, 
nonjudgmental, enthusiastic, punctual, pro
ductive, willing, and appreciative of the 
opportunity to contribute. The commitment 
of volunteers with disabilities to their posi
tions was described in a variety of ways, but 
the terms "dedicated" or "dedication" were 
used by 7 4 respondents. For example, "The 
volunteers with disabilities that we are 
engaged with are very dedicated to their jobs 
and developed excellent reputations at the 
agencies where they serve." An additional 36 
respondents referred to the volunteers' high 
levels of commitment to the task at hand, 
organization, or mission. For example, "I 
think their commitment, willingness to learn, 
and energy level is amazing." Loyal was a 
descriptor used by another 23 respondents. 

Individuals with disabilities are not only 
dedicated to their volunteer positions and the 
agencies in which they work, but they are also 
motivators of others. One volunteer coordi
nator stated, 

Whenever our volunteers with disabili
ties are seen doing whatever they are 
capable of, it motivates people who 
think they do not have anything to offer 
to volunteerism. They are the most loyal 
[volunteers} and continue to come each 
and every week. 

Another coordinator stated, "We have been 
able to enjoy dedicated, hard-working, volun
teers, which challenges our traditional volun
teers to strive even harder." 

Willingness is another term that was con
sistently used. Whether referring to their will
ingness to perform a variety of tasks, meet 
new challenges, learn new skills, or "do what
ever it takes," willingness was used to describe 
these volunteers by 56 respondents. 

Several volunteer coordinators expressed 
their thoughts on why such powerful terms as 
dedicated, committed, loyal, and willing are 
apparent when describing volunteers with dis
abilities. One coordinator stated, 

Some work extra hard to prove them
selves. They derive a great deal of per
sonal satisfaction from being appreciat
ed for their contributions and for being 
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included as part of a team. Apparently, 
people with disabilities can't assume 
inclusion or appreciation and so they 
value these rewards and go the extra 
mile to earn them. 

Or as another coordinator stated, "I think 
that they sometimes feel that they must per
form better than their peers." 

Disability Awareness 
An agency that engages volunteers with 

disabilities provides paid staff, clients, and 
fellow volunteers with an opportunity to 
become more aware of the issues facing indi
viduals with disabilities. Disability awareness 
can be categorized as increased awareness of 
disability issues, creation of an environment 
that is accepting of people of varying abilities, 
increased physical accessibility, and increased 
readiness to serve all members of the commu
nity. As one coordinator stated, 

Volunteers with disabilities have helped 
us as a staff and institution be more 
connected and aware of the needs of the 
members of our communiry with dis
abilities. They have also enabled us to 
build relationships and a reputation in 
our community that makes us more 
valuable as a partnering agency. 

Furthermore, volunteers with disabilities 
have proven to be great role models regarding 
respect for others and for individual differ
ences. As one volunteer coordinator stated, 
"Using volunteers with disabilities, we do not 
usually have to train them in respecting oth
ers with disabilities because they already 
know this information. They are also able to 
educate us." Staff and volunteers alike can 
take the lead from individuals with disabili
ties when it comes to respecting the many 
differences in people. 

Many volunteer coordinators have learned 
how to solicit the feedback of volunteers with 
disabilities to make their agencies more physi
cally accessible. A coordinator stated, "One 
volunteer who uses a wheelchair has been 
able to do assessments of the accessibility of 
our special events, buildings, etc., to help us 



better understand ease of entry/flow rather 
than just stick to ADA guidelines." Another 
coordinator reported that, "because of the 
input of our volunteers with disabilities, we 
have been able to design our site well enough 
to have received an award for accessibility." 

"Both paid and volunteer staff learn about 
barriers in the community for people with 
disabilities ... it educates our staff who may 
or may not be aware of people with disabili
ties and the challenges in their lives." When 
an agency is more aware and knowledgeable, 
it is better prepared to serve a broader seg
ment of the community. Simply stated, "We 
are better able to understand how to serve 
those in the community with disabilities." 

Unique Skills 
Multiple respondents indicated that volun

teers with disabilities have unique and spe
cialized talents, such as the commonly cited 
ability to perform repetitive tasks for extend
ed periods of time. Forty-five volunteer 
coordinators indicated that these volunteers 
were more willing to perform tasks that other 
volunteers deemed to be boring, mundane, 
"non-glamorous," or just not interesting or 
challenging enough, but that are actually 
essential to the agency's functioning. For 
example, "They do some work that other vol
unteers would tire of more easily because of 
the repetition," and "They have been willing 
to do some mundane, necessary tasks that 
other volunteers wouldn't be interested in." 

In some cases, volunteers with disabilities 
have been not only more willing to partici
pate, but more capable and productive. For 
example, ''A group of mentally disabled [sic] 
adults has demonstrated remarkable accuracy 
and speed in large mailing projects.'' Another 
stated, 

I have several disabled [sic] volunteers 
who are much better at checking mail
ing lists to determine complete addresses 
than nondisabled volunteers. They 
actually enjoy finding addresses with 
missing elements, while nondisabled 
workers (including me) quickly grow 
tired and less efficient. 

A disability advocate may be quick to say, 
"Here we go again, sticking people with dis
abilities into stereotypical, low skill roles." 
However, the reality is that some individuals 
with cognitive impairments have a remark
able desire to perform repetitive tasks and do 
so with incredible accuracy. 

Another unique skill identified is the abili
ty to relate and empathize with those facing 
difficult situations in ways that many others 
cannot. One coordinator stated, "We deal 
with patients with medical issues. Many times 
they [volunteers with disabilities] are more 
empathetic than volunteers without disabili
ties." Another coordinator stated, "They 
relate to hospitalized children's families really 
well." An additional example included, "We 
work with children with cancer and the chil
dren can relate to anyone who appears differ
ent because they feel different themselves." 
This ability to relate to others was especially 
important when volunteers with disabilities 
had the same disability as those being served. 
A coordinator in a disability-related organiza
tion stated, "Many of the people we serve 
have disabilities themselves and feel more 
comfortable speaking with another person 
with disabilities." One respondent stated, 
"The volunteer who is legally blind leads a 
group of seniors who are losing their vision. 
She teaches them coping skills that a fully
sighted volunteer would not have." 

Those volunteers with sensory impair
ments were viewed as having unique skills 
that have allowed agencies to expand their 
services. For example, "We are able to offer 
services to our patrons who are deaf that we 
could not do before." One coordinator stated, 
"Our volunteers with disabilities often have 
skills that those without [disabilities] ... do not 
have. An example is Braille skills that have 
been a huge asset to the agency." 

Many coordinators viewed volunteers with 
disabilities as role models. This was particu
larly true in agencies whose missions included 
serving individuals with disabilities. One 
respondent commented, "Because the disabil
ities of some volunteers are similar to those of 
our residents, I believe that these volunteers 
have been role models and have encouraged 
some residents to continue to live and to try 
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new things." One volunteer coordinator stat
ed that volunteers with disabilities tend not 
to have "preconceived notions about our chil
dren. They interact with all our children, not 
just the ones that can verbally communicate. 
They are role models." 

One volunteer coordinator cited an exam
ple of how the perfect match between an 
individual's very unique, specialized talent 
and the needs of an agency can be an extraor
dinary find. The coordinator stated, ''Another 
volunteer who has a form of autism works 
with our tax division and can do the work 
of two people because of his ability to handle 
numbers." Most likely, this individual is often 
seen as lacking in functional ability. However, 
with a strong match between abilities and 
needs, some individuals have the capability to 
shine in a unique way that can be beneficial 
to the agency and community. 

Diversity 
Respondents were adamant that having 

volunteers who represent the diversity of the 
community will facilitate good public rela
tions, new perspectives in the workplace, 
diversified services, and increased tolerance 
and awareness of people of varying abilities. 
One volunteer coordinator stated, "They 
[volunteers with disabilities] are directly 
involved with the public and this reflects pos
itively on our organization and the communi
ty. They better reflect our community and 
make visits to our facility more comfortable 
for guests with disabilities." Another coordi
nator stated that engaging volunteers with 
disabilities "gives us a volunteer corps that 
more closely reflects the makeup of the com
munity we serve. They show visitors that this 
is an inclusive organization." 

Twenty-four respondents indicated that 
increased diversity resulted in good public 
relations, increased publicity, and an 
improved public image, although many 
respondents also pointed out that these were 
not the original reasons why they engaged 
volunteers with disabilities. For example, 
"Volunteers with disabilities are high profile, 
so in addition to the obvious loyalty, hard 
work, and skill factor, they are also great PR." 
Also, "Volunteers [with disabilities] have gen-
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erated a great deal of positive press for us." 
Many also recognized that the increased 

diversity led to new insights and perspectives: 
"Including volunteers with disabilities gives a 
voice to a group who all too often don't have 
one. They bring new ideas and perceptions 
that are often overlooked." "Volunteers [with 
disabilities] bring life experience ... a new 
perspective to their work." 

The diversity effect is not easily quantifi
able since outcomes are usually demonstrated 
in feelings and attitudes. As one volunteer 
coordinator explained, "The experience for 
staff and volunteers to work alongside some
one with a disability is a priceless benefit. It 
celebrates diversity and highlights sensitivity." 

Equality 
Many volunteer coordinators stated that all 

of their volunteers were considered equal; the 
presence of a disability was irrelevant. Most 
volunteer coordinators held all volunteers 
accountable for the same duties and responsi
bilities. They were grateful for all of the 
important contributions that were made and 
were appreciative of the time and energy that 
volunteers gave. One coordinator stated, '½11 
volunteers are equal regardless of their limita
tions and/ or competencies. Each person offers 
their own unique skill level. Most are excel
lent workers. We don't even really think of 
them as people with disabilities, just members 
of the volunteer team." One volunteer coor
dinator stated, '½11 volunteers contribute 
equally according to their abilities. Each 
brings his or her unique skills and enhances 
the program according to those skills." 
Another coordinator stated more bluntly, 
"They tend to have the same assets and prob
lems as abled volunteers." 

Availability 
Many volunteers with disabilities have 

weekday availability and more flexible sched
ules. These characteristics allow an agency to 
complete more tasks and fill volunteer posi
tions that are often left unfilled. Weekday 
availability also enables paid staff to work on 
other projects. One coordinator stated, "We 
have a few office volunteers who are very ded
icated to a weekly schedule. It's hard to find 



volunteers who can help during regular busi
ness hours, and this group is very dependable 
and hardworking.'' 

Another respondent whose agency provid
ed meals commented about the "great deliv
ery people at lunchtime. There was a time in 
our agency history when we couldn't have got 
... all of the meals delivered if it weren't for 
our partnerships with agencies chat work with 
developmentally disabled people." 

Personal Satisfaction 
While chis theme did not yield as many 

responses as several of the others, it did gener
ate strong positive feelings among the respon
dents. Many volunteer coordinators believed 
they were fulfilling a need for individuals 
with disabilities and increasing the sense of 
community by engaging chem as volunteers. 
They also enjoyed observing the interactions 
between agency staff and volunteers. One 
coordinator stated that an important benefit 
of engaging volunteers with disabilities was 
her "personal satisfaction that we have helped 
individuals feel good about themselves and 
what they can contribute to our organiza
tion." Another stated, "The benefit of work
ing with excellent people who really want to 
help and get joy from working is highly moti
vating." Volunteer coordinators found it per
sonally satisfying to observe volunteers com
pleting meaningful work chat brings them 
joy. Coordinators also enjoyed getting to 
know and respect the volunteers with disabili
ties as individuals. 

Match and Wm-Wm 
Volunteer coordinators dearly indicated a 

need for finding good matches between vol
unteers' abilities and interests and the needs 
of the agency to create win-win situations. 
One stated, ''All volunteers have abilities
our task is to place all of our volunteers in 
positions chat benefit chose we serve, help our 
organization, and fulfill the needs of the vol
unteer." Another coordinator stated, "What is 
more important is matching the potential 
volunteer with the right task. A good match 
will result in a win-win situation for all 
involved." One of the respondents who pro
vided several exceptional examples of 

thoughtful matches between individual abili
ties and interests and agency needs expressed 
the benefit as, "By focusing on a person's abil
ities, not disabilities, you are able to take peo
ple out of the sloe-filling mentality of volun
teer job descriptions and create opportunities 
chat an agency may never have thought of 
before." 

Two strategies for making such appropriate 
matches were presented by respondents. One 
approach was by carefully working with the 
volunteer directly. By working together to 
find an appropriate match, both the volun
teer and the agency have much to gain. One 
coordinator stated, "They have shown how 
much can be accomplished with minimal 
accommodation or alternate equipment chat 
does not set them apart from the rest of the 
staff (paid or unpaid)." An additional strategy 
identified was that of having an agency that 
works with individuals on a regular basis, 
such as an advocacy organization, screen the 
volunteers for their abilities and interests. 
For example, "The volunteers with disabilities 
come to us through a special organization 
chat can screen them for the tasks that we 
need done." 

A few respondents also discussed the fact 
that not all volunteer roles are appropriate for 
everyone. For example, "Disability or no dis
ability, people are recruited on their ability to 
conduct the volunteer service in a health care 
setting. Not everyone, disabled or not, is an 
appropriate candidate to volunteer." Another 
stated, "We are also very honest with chem if 
there is no opportunity at chat time for their 
skills." 

The importance of a good match cannot 
be overemphasized, as is evident in the few 
negative perspectives that were offered. 

Negative Perspectives 
Although asked to reveal the benefits of 

engaging volunteers with disabilities, respon
dents offered a small number of negative per
spectives, many of which reflect what can 
occur when a good match is not made. These 
statements included the fact that it was more 
time-consuming to train and supervise them. 
Also identified were issues of unreliability, 
limited abilities, and additional transporta-
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tion requirements. These situations led to the 
volunteers with disabilities gaining more from 
the experience at the agency's expense and, 
therefore, not resulting in win-win scenarios. 
For example, "Some are great assets, have 
wonderful enthusiasm, great attitudes, etc. 
... others are more of a challenge and at times 
[I] think they may get more out of the expe
rience than we do." Another respondent stat
ed, "though dependable, the volunteers with 
disabilities that we have used do not always 
follow directions, and require more training 
than our staff is willing to give." It is hoped 
that only a few agencies had similar experi
ences to the respondent who stated, 

They are not able to work independent
ly and actually frustrate the staff more 
than they help. However, occasionally 
we get one who does an exceptional job. 
Unfortunately, the ones who cause more 
problems than they solve run about 
eight to one. 

One respondent reminded us that some 
problems associated with volunteers with dis
abilities are also relevant to a much broader 
group: "There have been times I have had to 
deal with issues like body odor, transporta
tion, [or] family matters, but this is [also] the 
case with many regular adult volunteers." 

DISCUSSION 
One respondent summarized the positive 

and negative perspectives of inclusive volun
teering with the statement, "Depends on the 
right match-as with ALL volunteers." When 
an appropriate match occurs between the 
abilities and interests of the individual volun
teer and the needs of the agency, good things 
happen. As an agency becomes more diverse 
and representative of the broader community 
through an inclusive volunteer pool, it is able 
to meet the needs of more community mem
bers and thus develop a positive reputation as 
a welcoming and inviting environment. Also, 
needed tasks are accomplished by a corps of 
willing, dedicated, and committed volunteers. 
Skills are brought to the agency that meet 
basic needs and, many times, expand existing 
services. 
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The respondents in this study described 
the involvement of volunteers with many dif
ferent types of disabilities, including individu
als with physical disabilities, sensory impair
ments (i.e., deafness, blindness), intellectual 
disabilities (e.g., mental retardation), autism 
spectrum disorders, cerebral palsy, mental ill
ness, multiple sclerosis, renal failure, just to 
name a few. In the authors' five-plus years of 
studying inclusive volunteering, we have 
observed that volunteer coordinators, general
ly speaking, are more comfortable engaging 
volunteers with physical disabilities rather 
than those with mental illness or intellectual 
disabilities. This may be due to fear of the 
unknown or the fact that accommodations 
often require more than just physically re
arranging the environment for greater access. 
This study was not able to gauge whether 
volunteer coordinators who engaged those 
with mental illness and/or intellectual disabil
ities entered into these working relationships 
hesitantly. However, it was uncovered that 
regardless of previous experiences or levels of 
confidence, when a good match was made 
between the individual's abilities and prefer
ences and the needs of the agency, it typically 
resulted in a positive volunteer experience for 
the individual and the agency. The common 
denominator across most if not all of these 
positive experiences was the focus on the 
volunteers' abilities and preferences, and not 
their limitations. 

Implications for Practice 
Volunteer administration has continually 

promoted the core values of inclusion, diver
sity, human dignity, and the giftedness of 
every person. The managers of volunteers 
cited in this study reinforced the benefits of 
working with volunteers with varying disabil
ities while noting the importance of good 
volunteer management practices such as 
identifying skills, appropriate placement and 
training, and ongoing supervision. While sev
eral spoke of the importance of a balanced 
exchange between the volunteer and the orga
nization, of particular interest are the implica
tions for organizations to expand their reach 
to a broader client base by engaging volun
teers with special skills, such as the volunteer 



who was legally blind working with seniors 
who are losing their vision, or a volunteer 
who is deaf providing signing for clients who 
are also deaf. All volunteers augment the 
work of paid staff. Volunteers with special 
skills, precisely because of their disabilities, 
can provide services and accessibility that are 
beneficial to the organization and the com
munity served. 

It is disconcerting to note that some vol
unteers with disabilities "work extra hard to 
prove themselves," or "feel they must perform 
better than their peers.,, Such comments do 
not tend to appear in volunteer satisfaction 
surveys, and managers of volunteers should 
make every effort to help both volunteers and 
their organizations have realistic expectations. 

The positive comments in this study reflect 
the continuing emphasis on the synergy that 
occurs through diversity and inclusion at all 
levels. Managers identified the negatives and 
positives associated with all volunteers. Suc
cessful volunteer programs, regardless of the 
abilities or disabilities of individual volun
teers, are built on good, consistent manage
ment practices that result in positive benefits 
for the organization and the volunteers. 

The study documented the balanced bene
fits of engaging volunteers with disabilities. 
The qualities of loyalty, dedication, and work 
ethic are positive and desirable. The payoff 
for the organization, however, comes from 
the increase in disability awareness among 
staff, clients and other volunteers, improved 
agency accessibility, the potential for greater 
emotional connection with clients, and the 
potential to expand client services. These are 
bottom-line benefits that enhance the perfor
mance and mission of the organization. 

Dr. Jean Houston, keynote speaker at the 
1993 International Conference on Volunteer 
Administration, termed volunteer administra
tors "social artists," saying, 

There are levels and layers and dimen
sions of beingness, frames of mind, and 
modes of intelligence that most of us do 

not tap. People who did not find their 
place are being called forth to find a 
new place. You give to others their 
greatest of gifts--you give them back 
their giftedness. You offer the lure of 
becoming. 

Dr. Houston went on to say that "people 
wander into volunteerism to find their 
giftedness.,, Managers of volunteers have the 
opportunity to reach out and grab that gift
edness. They need not wait for an individual 
to wander in. This study identified tangible 
benefits to support the targeted engagement 
of volunteers with disabilities. 

IMPLICATIONS FOR RESEARCH 
This study has added to our understanding 

of the engagement of individuals of varying 
abilities as volunteers. It has challenged 
practitioners and researchers alike to move 
beyond the mere documentation of barriers 
that prevent participation. Barriers and other 
inhibitors are easy to document and they 
grab our attention quickly. Assets and other 
outcomes, on the other hand, can be more 
difficult to ascertain. Additional research is 
needed that addresses diversity in its many 
forms, and how it benefits individuals, 
agencies, and entire communities. 

Responses to the survey indicated that the 
positive outcomes were robust when individ
uals were matched with appropriate volunteer 
roles. A thorough understanding of the 
matching process is necessary for inclusive 
volunteering to be successful on a wider basis. 
The implications are broad since a better 
understanding of the process of making an 
appropriate match for the more "difficult,, 
volunteer will lead to more effective matches 
for the more "typical,, volunteer as well. Since 
there is strong evidence that appropriate 
matches lead to more productivity, efficiency, 
sense of accomplishment, and retention of 
good volunteers, agencies have much to gain 
from this knowledge base. 
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Altruism or Self-Actualisation? Disabled Volunteers' 
Perceptions of the Benefits of Volunteering 
Jane Andrews, Aston University, Birmingham, United Kingdom 

INTRODUCTION 
Since the election to the British Govern

ment of "New Labour" in 1997, voluntary 
action and volunteering have become highly 
political issues (National Council for Volun
tary Organisations, 2002; Brown, 2005) with 
numerous government-backed schemes, such 
as the current "year of the volunteer" initia
tive, aimed at promoting volunteering 
amongst various sections of the community 
across the United Kingdom (Naussbaum, 
2005). Despite such initiatives, volunteerism 
amongst the disabled population remains a 
largely invisible phenomenon. This paper 
aims to address this issue by drawing atten
tion to the various beneficiaries of the volun
tary activities of 47 wheelchair users volun
teering within different organizational 
settings in the UK. 

Although there exists a considerable 
amount of literature analysing the individual 
and collective motivations of volunteers 
(Liao-Troth & Dunn, 1999; Wardell, Lish
man, & Whalley, 2000), very few studies 
have identified benefits of volunteering that 
are not associated with motivation. Whilst 
not focusing specifically upon the benefits of 
volunteering, studies by Hustinx and Lam
mertyn (2004) and Hadden (2004) both sug
gest that volunteering benefits the individual 
volunteers themselves, the organizations in 
which they are engaged, and the different 
communities in which the voluntary work 
occurs. However, there have been no previous 
studies focusing solely upon the experiences 
of physically disabled volunteers. By focusing 
upon the experiences of wheelchair users who 
volunteer, this paper aims to address this 
issue; furthermore, it is hoped that by draw
ing attention to the positive aspects of the 
volunteerism of disabled people, the paper 
will also raise awareness of what is, on the 

whole, an "invisible" group of volunteers; and 
will thus encourage volunteer managers to 
actively recruit more disabled volunteers. 

THESTUDY 
Following an approach based upon 

grounded theory methodology (Glaser & 
Strauss, 1968), a total of 50 people were 
interviewed during the course of the study, 
47 of whom were wheelchair users who vol
unteered (three were non-disabled managers 
of volunteers). All of the disabled volunteers, 
(from hence referred to as the volunteers), 
used a wheelchair whilst volunteering. 

During the course of the study the volun
teers discussed their activities in a total of 41 
different voluntary and public sector organi
zations. The interviews, which were semi
structured in nature, concentrated on three 
main themes: volunteering and volunteerism, 
disability and volunteering, and the manage
ment of disabled volunteers. 

The study findings: The benefits of 
volunteering 

In many respects the main beneficiary of 
the voluntary activities discussed during the 
interviews was often seen to be the individual 
volunteer being interviewed. The four other 
beneficiaries also identified during the course 
of the study were 

• Other disabled people; 
• The general public; 
• The organizations in which the 

volunteers were engaged; and 
• External organizations, agencies and 

projects. 

In addition to drawing attention to the 
fact that volunteers themselves are beneficia
ries of the volunteer activities identified, the 
study also highlights the nature of the bene-
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of the volunteering experiences of wheelchair users within Great Britain (England, Scotland and Wales). She is currently seeking 
employment as a social researcher. 
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fits received and the means by which such 
benefits were channelled. 

1. Benefits for the volunteers themselves 
All but two of the volunteers described 

how they personally benefited from their 
activities. Such benefits were primarily 
twofold and described in terms of being 
either psychological or functional in nature. 

Psychological benefits 
For many of the volunteers the most tangi

ble personal benefit of volunteering was a 
belief that it had a positive impact on their 
personal psychological well-being and mental 
health: 

Mentally I think it's definitely had an 
effect. It's given me an interest . .. 

Angela 

Yes. It keeps me alive, keeps me interest
ed. It's stimulating . .. 

Pat 

Others articulated the psychological bene
fits of volunteering in terms of increased self
esteem and self-worth: 

Yes, it makes me feel great. Not useless. 
If I didn't do it I'd feel useless .. . 

Harry 

It gives me self worth really. . . It gives 
me something to get up for ... 

Emily 

It was evident that one of the psychological 
advantages of volunteering was enjoyment: 

I find the more I do the more I enjoy .. . 
Im helping myself by helping others. 

Doug 

I love it. I enjoy it. I enjoy meeting peo
ple . .. getting out there ... 

David 

Psychological benefits associated with 
improved mental health and increased self
esteem were identified by almost all of the 
volunteers. However, for many, such individ
ually-experienced benefits were perceived in 
terms of their previous work experiences and 
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were thus more functional in nature. 

Functional benefits 
Some of the younger volunteers had never 

been able to secure paid employment. For 
such volunteers one of the main benefits of 
volunteering was that it provided an enjoy
able substitute for paid work: 

I can't do a paid job ... I thought volun
teering was the next best thing . .. 

Emily 

It's very challenging . .. I'd like to do it 
fall-time but I'm trapped . .. 

Robert 

The majority of the volunteers had, how
ever, previously worked full-time. For these 
individuals, volunteering filled the personal 
void that is indicative of extended periods of 
unemployment and prolonged economic 
inactivity often forced upon those living with 
a chronic health condition or disability. For 
such people volunteering replaced paid work: 

I felt as if I had to keep my mind occu
pied I couldn't just sit at home and do 
nothing .... 

Jack 

After I finished work I was looking for 
something to do. Full-time work 
became very difficult . .. 

Alan 

Like Alan and Jack, many of the volunteers 
viewed their activities as being analogous to 
paid employment-providing them with the 
opportunity to maintain work-related skills: 

I didn't want to lose my counselling 
skills so I decided to volunteer . .. I know 
we give a good service, it's been benefi
cial to me. 

Christine 

Christine's assertion that she benefited 
from the service provided by the organiza
tion, in which she was engaged, mirrored the 
self-help philosophy of that organization. 
Like Christine, many of the volunteers were 
involved in activities manifested by notions of 



self-help and social reciprocity (Titmuss, 
1970; Raynolds & Stone, 1999). 

2. The benefits for other physically 
impaired people 
Self help activities 

The belief that by volunteering they were 
helping others in a similar position was 
expressed by many of the volunteers: 

We provide transport for disabled 
people. I use the service myself . . 

Jackie 

Another discussed how he had trained as a 
"disability benefits advisor" after benefiting 
from such a service himself: 

[The organization} helped me through 
the most traumatic period of first 
becoming disabled . .. 

Andrew 

One of the most tangible services offered 
by the volunteers involved peer counselling: 

I like to encourage people to look beyond 
themselves, their wheelchair . .. 

Diane 

It's about confidence, people who 
become disabled need to regain their 
confidence . .. 

Angela 

Several of the organizations of disabled 
people that were visited during the study 
were originally founded on a self-help basis. 
Such organizations provided many of the vol
unteering opportunities undertaken by the 
volunteers-who reciprocated by providing 
services for other disabled people. 

Advocacy and Volunteerism 
Although none of the volunteers were 

directly involved as advocates, the services 
offered by some were of an advocatory nature: 

When times get tough and I feel I can't 
do this, I think I've got to, there's 
13,000 wheelchair users out there in 
the country ... 

Jo 

Im also trying to get public transport 
more accessible . 

. . . trying to help others get out and 
about ... 

Henry 

One volunteer believed his political posi
tion afforded him an advocatory and repre
sentative role: 

I won't be beaten. I want to help people 
with disabilities. My position [as a local 
politician} allows this. 

Boris 

The perception that by volunteering, indi
vidual volunteers were making a positive 
impact on the lives of other disabled people 
was constantly repeated; many also believed 
that their activities benefited the wider com
munities in which they were engaged. 

3. Benefits for the wider communi-ty 
Those not involved within disability

oriented organizations volunteered in some 
capacity with either children or adults; none 
were engaged in environmentally-focused 
activities. 

Children and Young People 
Five of the volunteers undertook activities 

that involved working with children and 
young people. One assisted during history 
lessons: 

The important thing is that I talk to 
children about an entirely different 
thing. It's historical . .. 

Shaun 

Another described how children benefited 
from one-to-one attention whilst reading: 

I try and sit where I can see what they're 
reading and I help with the difficult 
words ... 

Liz 

One of the volunteers, a community-based 
outreach youth worker, believed his voluntary 
activities had wide-reaching benefits for the 
young people to whom he offered support: 
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Instead of them stealing cars, or what
ever, I'll say to them ~re you interested 
in mechanics?". . . If they are I'll get 
them on a course that's working with 
cars ... 

Robert 

Robert believed that by diverting the 
youngsters' attention away from crime and by 
offering them nonjudgemental and empathet
ic support, he was benefiting the whole com
munity through his voluntary work. 

Adults 
The majority of the volunteers involved 

provided welfare, advisory, and educational 
services to adults within their own communi
ties. From one volunteer's perspective, the 
skills she had acquired during her previous 
employment as a human resources manager 
benefited both of the adult students with 
whom she volunteered: 

I've found that this situation takes every 
ounce of my experience . .. the students 
understood where I was coming .from .. . 

Jean 

Like Jean, several of the other volunteers 
felt that their employment-related skills bene
fited the organizations in which they were 
engaged; thus, the fourth beneficiary of the 
volunteers' activities identified within the 
study were the organizations in which they 
were engaged. 

4. Organizational benefits: Volunteers' 
own organi.zations 

The organizational benefits of volun
teerism are reflected in the academic literature 
(McCurley & Lynch, 1998). From the per
spectives of the disabled volunteers inter
viewed as part of the study, such benefits were 
indicative of the employment and life-related 
skills they felt able to bring to volunteering 
activities. 

Employment Related Skills 
Many of the volunteers had previously 

held highly skilful and responsible occupa
tions. As such the skills they were able to 
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bring their organizations varied greatly. One 
volunteer described how her financial exper
tise enabled her to become the treasurer of 
her organization: 

Because I have skills, bookkeeping skills, 
it's natural that I should become 
involved as treasurer ... 

Julie 

Another believed her organization benefit
ed from the practical skills she was able to 
offer: 

Im computer-literate. I was a typist pre
viously, which helps. Im good on the 
telephone ... 

Pat 

Other employment-related skills offered by 
the volunteers included management, 
accounting, nursing and physiotherapy. 

Life Experience and Disabiliry 
For one volunteer, a woman who had been 

disabled during childhood by poliomyelitis, 
her own life experiences enabled her to 
empathise with and encourage the disabled 
service-users of the organization in which she 
volunteered: 

Basically it's about being myself Being 
able to share my experiences and being 
able to encourage other people to have a 
go and get their confidence together. 

Diane 

Another felt that her personal experiences 
of disability during both childhood and 
adulthood enabled her to offer a high quality 
peer counselling service: 

I have been disabled for many years and 
was a disabled child. On the coun
selling side, that makes a difference. 

Angela 

Such distinctive insight into what it feels 
like to be a disabled person was only one of 
the personal skills the volunteers believed 
benefited the organizations in which they 
were engaged. Others felt that the main skills 
they were able to offer their organizations 



reflected other areas of their life experience 
such as good interpersonal and communica
tion skills: 

Im a people person ... I'm very sensitive 
when filling out welfare benefit forms ... 

Karl 

My main skills are my ability to com
municate well with others and general
ly get on with people ... 

Sarah 

Throughout the study, previous life experi
ence was identified as being one of the key 
benefits the volunteers felt they were able to 

offer the organizations in which they were 
engaged. Such individual skills and experi
ences also benefited those external organiza
tions and agencies that the volunteers were 
required to work within as part of their vol
untary duties. 

5. Organizarionalbenefiu:Externalorgan~ 
zarions, agencies, and projecu 
Life Experience and Disability 

The majority of the volunteers were 
required to attend meetings within other 
organizations and agencies whereby they 
liaised with various health-care and social
work professionals. One volunteer described 
how he used his life experience to benefit the 
employees of those agencies in which he was 
engaged on behalf of his own organization: 

I have a lot of experience dealing with 
officials such as social workers and 
health workers . .. 

Simon 

Others felt that their personal experiences 
as a patient and service user benefited the 
external agencies within which they volun
teered as representatives of their "home" 
organizations: 

Mainly my skills are as a disabled per
son; as a wheelchair user, as a patient, 
as a client. 

Jo 

The nature of their activities meant that 
the majority of the volunteers frequently 

acted as representatives on behalf of their 
organization's (paid) management. Thus it 
was important for them to maintain a profes
sional persona whilst displaying an ability to 
see beyond their own disability and personal 
circumstances. 

It is evident that the benefits of volunteer
ing varied greatly between individual volun
teers and depended upon a number of factors 
including the type and location of the organi
zation in which they were deployed, the sort 
of voluntary work undertaken, and the nature 
of the individual volunteer's disability. 

DISCUSSION OF FINDINGS 
Having analysed the volunteers' perspec

tives in relation to their volunteering, it is 
possible to divide the benefits of volunteering 
into two different areas: personal and exter
nal. The following paragraphs now consider 
these two areas of benefit and also draw 
attention to some of the perceived drawbacks 
of volunteering. 

The personal benefits of volunteering 
This paper commenced by drawing atten

tion to the positive impact that the volunteers 
believed volunteering had on their psycholog
ical health. This positive benefit was in stark 
contrast to some of the negative health-relat
ed difficulties identified by the volunteers 
during the course of the interviews. Such 
health-related difficulties were often manifest
ed by an exacerbation of an individual's dis
ability-related symptoms, such as increased 
levels of fatigue and pain. From the study it is 
difficult to assess whether for the majority of 
the volunteers the benefits of volunteering in 
respect of improved psychological health out
weighed any negative impacts on their physi
cal and mental well-being. However, the fact 
that at the time of the interviews all of the 
disabled study participants were heavily 
involved in volunteering suggests that from 
their perspectives, the health-related positives 
of volunteerism far outweighed the negatives. 

One of the main personal benefits of 
volunteering, which was strongly connected 
to improved psychological health, was enjoy
ment of the activities undertaken. The impor
tance of enjoyment as a motivational factor 
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for volunteers is highlighted in the literature. 
However, for the wheelchair users interviewed 
as part of the study, it would appear that 
stereotypical views conceptualising volunteer
ing as being a wholly altruistic activity are not 
totally accurate; with only one exception, all 
of the volunteers did so because they enjoyed 
it-none expressed wholly selfless motiva
tions. 

Whilst enjoyment of volunteering was a 
significant factor shaping the volunteers' 
experiences, for many volunteers, their enjoy
ment was manifested in the opportunity to 
utilise and maintain employment-related 
skills. For such individuals, volunteering was 
seen as a replacement for paid work. In this 
respect, through their voluntary activities, 
the volunteers were able to help themselves 
reduce any social isolation experienced as a 
result of their disability. Although there have 
been no previous studies examining the expe
riences of wheelchair users who volunteer, the 
perceived need to continue contributing to 
society following the end of paid employment 
supports previous study findings into the vol
unteering experiences of older volunteers 
(Greenslade & White, 2005; Kam, 2002). 

For some of the study participants, volun
teering represented an integral part of their 
individual (medical) rehabilitation-it helped 
them come to terms with disability. Social 
research focusing upon the rehabilitative role 
played by volunteering is somewhat scarce 
and tends to emphasise the positive benefits 
of volunteerism for people with mental health 
problems (Lum & Lightfoot, 2005; Musick 
& Wilson, 2003). There is dearly much 
scope for further research in this area. 

External benefits of volunteering 
One of the unforeseen issues to arise out of 

the study was that a small minority of the 
volunteers became involved in voluntary 
work after they themselves identified a gap in 
the services provided to disabled people with
in their own geographic areas. Such social 
entrepreneurism was described by five of the 
volunteers, all of whom were located in rural
ly isolated areas characterised by high levels of 
social and economic deprivation. The organi
sations founded by these volunteers provided 
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much needed social, welfare, and leisure ser
vices. 

Whilst some of the volunteers felt com
pelled to set up a service because of a per
ceived lack in social welfare and other service 
provisions, others began volunteering because 
they felt the need to put something back into 
their communities. The high number of vol
unteers engaged in service with not-for-profit 
agencies reflects a recent growth in social wel
fare and disability-focused service provision 
within the UK by the not-for-profit sector 
(Baldock, Manning, & Vickerstaff, 2003; 
Scott & Russell, 2001). This in itself has 
resulted in an increased number of services 
being offered by volunteers. 

CONCLUSION 
By highlighting the personal benefits of 

volunteering for volunteers themselves, this 
paper adds to knowledge about volunteering; 
it also contributes to disability literature by 
showing how personal experiences of disabili
ty may be used as a positive force to help 
both disabled people themselves and others 
within the wider community. The paper 
draws attention to the distinct contribution 
made to society by wheelchair users who vol
unteer, thus contradicting commonly-held 
stereotypes of disabled people as solely being 
the recipients of others' voluntary action. It 
reveals that severely disabled people can (and 
do) make a significant and noteworthy con
tribution to contemporary society. 

In conclusion, for the volunteers inter
viewed as part of the study, the benefits of 
volunteering represented a complex mixture 
of individual altruism, social reciprocity, and 
the opportunity to achieve self-actualisation. 
Volunteering enabled the wheelchair users to 
address and overcome any social isolation 
experienced as a result of disability; moreover, 
the distinct nature of their previous life expe
riences greatly benefited the organizations in 
which they were engaged as well as the wider 
society as a whole. 
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Making a Difference in a Day: 
An Assessment of "Join Hands Day'' 

Robert K. Christensen, Indiana University, Bloomington 

James L. Perry and Laura Littlepage 
Indiana University-Purdue University Indianapolis 

National days of service have become a 
common means for mobilizing resources 
around important causes and symbols and 
for building an ethic of volunteering across 
America. The Corporation for National and 
Community Service, Points of Light Founda
tion, Volunteer Center National Network, 
Youth Service America, and USA Freedom 
Corps are among the organizations sponsor
ing at least five national days of service, 
among them Martin Luther King Day, Make 
a Difference Day and, most recently, One 
Day's Pay. 

Although national days of service have 
become quite common, they have seldom 
been systematically evaluated. This study 
begins to fill that gap by assessing the effects 
of"Join Hands Day" QHD), a national day of 
service that endeavors to bring youth and 
adults together through meaningful volunteer 
activity. JHD began in 2000, and addresses 
some of the challenges of an age-segregated 
society by encouraging youth and adults to 
join in an annual day of service. JHD is a col
laboration among Join Hands Day, Inc., a 
501 (c)3 established by America's fraternal ben
efit societies, the Points of Light Foundation, 
and the Volunteer Center National Network. 

THE IMPETUS FOR JHD 
The rationale for initiating JHD rests with 

two different sets of circumstances. The first 
set of circumstances involves perceived 
estrangement between young people and 
adults. Although generational differences are 

an accepted rite of passage, the perceived gulf 
between generations appears to have grown. 
Schneider and Stevenson ( 1999) report that 
American teenagers, on average, spend 20% 
of their waking time-three and a half hours 
each day-alone. This is more time than 
spent with family and friends. Furthermore, 
the amount of time teenagers spend alone 
increases as they progress from middle to 
high school. Schneider and Stevenson 
attribute the large amount of time that 
teenagers spend alone to major demographic 
changes like declining family size and increas
ing divorce rates. Robert Putnam (2000) goes 
as far as to suggest that increasing suicide and 
depression among young people is a product 
of the social isolation that Schneider and 
Stevenson document. 

A second set of circumstances involves a 
decline in membership in America's fraternal 
benefit societies. These societies, which were 
founded in the late 19th and early 20th cen
turies, have been at the core of America's 
social capital for the last century. As Putnam 
(2000), Skocpol (2003), and others have 
shown, however, their membership has been 
growing older and gradually declining since 
the 1960s. 

These circumstances brought the leader
ship of the National Fraternal Congress of 
America to create the JHD organization in 
1998. This new 501(c)3 joined with the 
Points of Light Foundation and Volunteer 
Center National Network to initiate a nation
al day of service in 2000. 
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BEST PRACTICES 
When JHD was created, the authors 

reviewed research on youth-adult partnerships 
to identify best practices applicable to assess
ing JHD's effectiveness. The review suggested 
that several factors must be present for inter
action among age groups to result in positive 
attitude development. Simply putting mixed 
age groups together in a social setting is insuf
ficient to ensure positive intergenerational 
results. The experience should be rewarding 
for both age groups, fostering interaction 
where both groups are involved in meaning
ful goal setting and participation (Aday, Sims, 
McDuffie, & Evans, 1996). JHD was con
ceived as a way to encourage intergenerational 
interaction, "adding a community service 
component to intergenerational programs 
[that] can benefit the participants, achieve the 
goals of breaking down generational barriers, 
and enrich society as a whole" (Perry, Lit
tlepage, & York, 2000, p. 9). 

Research by Scannell and Roberts (1994) 
suggested that effective intergenerational 
community service programs are character
ized by several attributes: 
• Reciprocity. There should be a balanced 

relationship among young and old partici
pants with the relationship clearly stated, 
planned and incorporated in the goals and 
activities of the program. 

• Common, valued contribution. Young and 
old should work together to get things 
done that are valued in their community. 

• Reflection. There should be a planned pro
gram activity where participants examine 
the value of the service and the intergener
ational relationships. 

• Partnerships. Both groups should have a 
shared vision of how the community will 
benefit, build on existing relationships and 
resources, and collaborate with a variety of 
community groups. 

• Preparation and support. High value should 
be placed on supporting both younger and 
older participants, and involving them in 
the activity's preparation. 

GOALS AND LOGIC MODELS 
With these practices in mind, JHb's 

founders articulated several goals for which 

logic models were created to support evalua
tion of JHD. The JHD Steering Committee 
articulated the following long-term goals: 
• Make a contribution to solving the prob

lem of America being an age-segregated 
society. 

• Address problem conditions in local 
neighborhoods. 

• Increase the visibility and public awareness 
of fraternal benefit societies. 

• Reenergize local lodges by increasing 
membership and participation in local 
chapters or lodges, particularly among 
young people. 

The logic models created for each goal 
included the background factors, program 
activities, and immediate and intermediate 
outcomes. The models have guided JHD's 
development, specifying criteria to gauge 
success. 

ASSESSMENT: SURVEY METHODS 
To assess progress relative to the program 

components outlined in the logic models, the 
authors administered a national participant 
survey each year from 2001-2004. The pre
sent study uses only results from the 2001, 
2002, and 2003 surveys. For each year, the 
survey was usually administered by project 
manager volunteers immediately after a ser
vice project was completed, but participants 
also had opportunities to complete a web
based or downloadable survey instrument. 

The questionnaire probes the respective 
experiences of youth and adults with Join 
Hands Day and compares perceptions across 
generations. The forty-seven questions on the 
survey assess the perceived presence of best 
practices, components of the logic model, 
and respondent demographics. The survey 
also probes program outcomes or impacts. 

Twelve thousand surveys were distributed 
in 2001 and 2002 to service project man
agers, parent fraternal organizations, or vol
unteer centers. In 2001, a total of 1,560 
completed participant surveys were returned; 
in 2002, a total of 2,520 completed partici
pant surveys were returned. Based on these 
figures, and on the assumption that project 
managers distributed all the surveys to partic-
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TABLE 1: 
Level of Youth and Adult Involvement in Planning JHD in 2003 

How involved were you in planning for the event 
Very involved 

Somewhat involved 
Slightly involved 
Not involved 

Source: (Christensen et al., 2003, p. 22) 

ipants, we estimate response rates of 13% and 
21 %, respectively. These estimates likely 
understate response rates because some sur
veys were probably not distributed. In 2003, 
the authors distributed 15,000 surveys, with 
an estimated response rate of 17%. In 2002 
and 2003, respondents were given an oppor
tunity to participate in a draw for a cash 
incentive if their response was received by a 
specified date and they provided their contact 
information. The cash incentive appears to 
account for increased response rates in 2002 
and 2003. 

In 2002 and 2003, the authors also resur
veyed participants who had responded the 
previous year, to determine if their attitudes 
had changed over time and if they had partic
ipated in JHD again. For example, in 2002, 
over 1,300 surveys were sent to those who 
had returned a survey in 2001 and provided 
a mailing address. In 2003, approximately 
2,300 surveys were sent to 2002 participants. 
These follow-up surveys yielded 21 % and 
23% response rates, respectively. 

Percent of Youth Percent of Adults 
24 36 

(22 in 2002) (41 in 2002) 
24 25 
15 11 
37 28 

(36 in 2002) (35 in 2002) 

ANALYSES 
The analyses presented here report selected 

findings from (a) the annual survey, 2001-
2003, and (b) the follow-up survey, 2002-
2003. The former is organized by the four 
long-term goals that serve as the bases for the 
JHD program logic model. 

Annual Survey 
Surveys distributed annually were analyzed 

to assess the presence and effects of best 
practices. 

Encourage youth-adult partnerships. In each 
annual survey, the perceived extent of youth
adult partnership was measured. One of the 
best indicators of this partnership is evident 
in examining the planning stage. Youth and 
adult respondents were asked how involved 
they felt in planning the service project in 
which they participated. The results from 
2003 reported in Table 1 are consistent with 
the results in 2001 and 2002. We note that 
variations in youth and adult responses are 
statistically different; adults are more likely to 

TABLE 2: 
Effects of Planning on Youth Attitudes Toward Adults, 2002 

Percent of youth respondents Percent of youth respondents 
not at all involved in planning very involved in planning 
who strongly agreed/agreed who strongly agreed/agreed 

I learned a lot about adults from 
my participation in JHD* 53 
Because of JHD, I reexamined my 
beliefs and attitudes about adults* 40 
My experiences with JHD helped me 
to better appreciate adults* 52 
JHD helped me understand the 
challenges of being an adult* 45 
After JHD, I realize that adults value 
young people more than I thought* 52 
* all five differences are statistically different at the 0.05 level 
Source: (Littlepage et al., 2002, p. 12) 
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be involved in planning than are youth. 
Level of involvement has significant conse

quences for JHD's impact. Youth respondents 
who felt more involved in the planning 
process were more likely to positively alter 
their perceptions of adults (see Table 2) across 
all five survey items used to measure youth 
attitudes toward adults. For example, youth 
more involved in planning were more likely 
to reexamine their perceptions of adults and 
better appreciate adults in the days following 
the JHD. These findings confirm other 
research on youth voluntarism. In a noninter
generational setting, Handy and Keil (2001) 
demonstrated the importance of youth 
involvement-in their case as peer volunteer 
leaders and managers-for positive volunteer 
outcomes. 

Involvement in planning also had a signifi
cant impact on adult attitudes toward youth. 
Adults more involved in planning were more 
likely to positively and significantly alter their 
perceptions of youth (see Table 3) on five 
measures of adult attitudes toward youth. For 
example, those adults very involved in the 
planning process were much more likely to 
come away from the service project believing 
that they learned a lot about young people. 

The mutual benefit of involvement in 
planning is reflected in respondents' observa
tions. As one youth respondent noted in 
2002, "The planning process that included 
three generations truly opened my eyes up to 
the fact that all ages of people have significant 
contributions and are equally important" 

(Littlepage, Jones, Perry, & Christensen, 
2002, p. 12). Again, in 2003 a participant 
observed that "much work went into organiz
ing, planning, and carrying out this project, 
but it was very gratifying to see adults and 
young people 'joining hands' and working 
side-by-side to improve their community. I 
feel like the· project was a great success" 
(Christensen, Littlepage, Perry, & Linders, 
2003, p. 28). 

In addition to joint planning and prepara
tion, a formal opportunity to reflect about 
community service experiences is recom
mended for effective intergenerational pro
grams (Scannell & Roberts, 1994). Reflection 
provides an opportunity to reinforce lessons 
from JHD projects. Reflection is recom
mended as a planned program activity where 
participants examine the value of the service 
and the intergenerational relationships at the 
event. Table 4 shows that most respondents 
reported time for reflection in conjunction 
with their service. When respondents were 
asked how strongly they felt that they had a 
chance to discuss the service they did with 
others, 68% of adults and 53% of youth 
responded, "A great deal." In general, adults 
were more likely to have spent time reflecting 
on their service. The proportions of both 
adults and youth reporting that they took 
time to reflect on their service increased each 
year from 2001 to2003. This could again 
reflect learning and improvements in service 
program execution as JHD matured. 

TABLE 3: 
Effects of Planning on Adult Attitudes Toward Youth, 2002 

Percent of adult respondents Percent of adult respondents 
not at all involved in planning very involved in planning 
who strongly agreed/agreed who strongly agreed/agreed 

I learned a lot about young people 
from my participation in JHD* 46 
Because of JHD, I reexamined my beliefs 
and attitudes about young people* 33 
My experiences with JHD helped me 
to better appreciate young people* 54 
JHD helped me understand the 
challenges of being young* 39 
After JHD, I realize that young people 
are more responsible than I thought* 52 
* all five differences are statistically different at the 0.05 level 

Source: (Littlepage et al., 2002, p. 12) 
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TABLE4 
Comparisons Between Youth and Adults of 

Perceived Time for Reflection, 2003 

Percent who strongly agreed that they had 
time to reflect upon their service experience 

Vear Youth Adults 
2003 53 68 
2002 47 64 
2001 38 46 
Source: (Christensen et al., 2003, p. 14). 

In summary terms, Join Hands Day 
appears to foster a desire for more intergener
ational experiences among respondents. Table 
5 shows that about half the youth and adult 
respondents were strongly interested in being 
involved in more intergenerational events. 
The large increase in desire for intergenera
tional experiences from 2001 to 2002 also 
suggests that learning about programming 
for service events may have occurred, which 
improved intergenerational results. 

TABLES 
Percentages of Youth and Adults Who 

Expressed Strong Desire for More Intergenera-
tional Experiences After Participating in JHD 

Percent who strongly agreed to "wanting to be 
part of more events involving youth and adults" 
Vear Youth Adults 
2003 55 60 
2002 55 57 
2001 46 43 
Source: (Christensen et al., 2003, p. 28) 

Address problem conditions in neighborhoods 
and communities. Our analyses of participant 
activities indicate that JHD is addressing 
neighborhood and community problems. 
If the tasks of cleaning trails, riverbanks, or 
parks are combined with planting trees, bush
es, or flowers into one category, 46% of the 
survey respondents in 2003 and 44% in 2002 
participated in environmental activities. The 
second most common activity in 2002 (29%) 
and 2003 (22%) was helping sick, elderly, or 
homeless people. 

By 2002, JHD had reached every state in 
the continental United States (see Figure I) 
and Alaska and Hawaii (not shown in Figure 
I), bringing thousands of youth and adults 
together in their neighborhoods and commu
nities. These projects were primarily spon
sored by fraternal benefit societies, but non
fraternal organizations such as volunteer 
centers also sponsored many projects. 

Encourage fraternal membership and 
increase visibility of fraternal benefit societies. 
In his description of America's declining 
social capital, Robert Putnam (2000) attrib
utes part of the decline to the decreasing 
number of fraternal benefit societies. As sig
nificant sponsors of JHD, fraternal benefit 
societies hope to introduce individuals, 
particularly potential younger members, 
to the benefits of fraternalism. 

Figure 1: 

Praternat 
D 1 
o 2-3 
0 4.-8 

Non-fntema.l 
• 1 

JHD's 2002 Nationwide Distribution 

A 2•3 
A 4-8 

D United Stcltes ~ Jf 
Source: (Post-Event Registration Database, 2002) ~ 
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TABLE 6: 
Willingness of 2003 JHD Respondents to Attend Future Fraternal Events 

Percent of 
Respondent Type Very Willing Somewhat Willing Not at All Willing Not Sure Total 
Fraternal Youth 83.6 14.7 
Non-fraternal Youth 69.9 22.79 
Fraternal Adult 88.3 10.59 
Non-fraternal Adult 72.0 23.4 
Source: (Christensen et al., 2003, p. 14). 

The 2003 survey allowed us to gauge 
whether fraternal chapters sponsoring JHD 
benefited from increased exposure. We asked 
participants if they knew who was sponsoring 
the event. As expected, more adults than 
youth knew the sponsoring organization. In 
2003, a total of 94% of adults and 84% of 
youth knew who was sponsoring the event. If 
we look at fraternally-sponsored projects only, 
91 % of the respondents who said they were 
not members of a fraternal benefit society 
knew who sponsored the event ( Christensen 
et al., 2003). This indicates that JHD is a 
venue that continues to raise awareness about 
fraternals among nonmembers, including 
young people. 

With an understanding that JHD can 
encourage new membership among young 
nonmembers and reinforce commitments 
among young members, our 2003 analysis 
affirms JHD's potential. Seventy percent of 
young nonmembers are very willing to attend 
future fraternally-sponsored events (see Table 
6), and 23% are somewhat willing. Among 
young, fraternal members, 84% are very will
ing to attend future fraternal events (see Table 
6), and 15% are somewhat willing. 

0.9 0.9 100 
0.0 7.4 100 
0.0 1.3 100 
0.5 4.1 100 

FOLLOW-UP SURVEY 
As part of an effort to understand longer

term impacts of episodic service, we surveyed 
past participants a year after their JHD expe
rience to assess outcomes relative to JHD's 
goals. Among the respondents to the 2002 
follow-up survey who participated in 200 I, 
62% participated again in 2002 (Littlepage 
et al., 2002). Among the respondents to the 
2003 follow-up survey, of those who partici
pated in 2002, 45% participated again in 
2003 (Christensen et al., 2003). We found, as 
would be expected, that being a member of a 
fraternal benefit society is associated positive
ly with repeat participation. For example, of 
those respondents who participated in 2002 
and 2003 consecutively, 81 o/o were fraternal 
members. Of those who participated in 2002 
only, 61 o/o were fraternal members. This may 
suggest that affiliation with an institution 
supporting JHD is important to encourage 
continuing, individual participation. 

We also found that age is significantly 
related (at the .05 level) to repeat participa
tion-repeat participation is more closely 
associated with older volunteers than with 
younger volunteers ( there is a higher mean 

TABLE 7: 
Attitudes Toward Intergenerational Relationships and 

Variations Between Repeat and Non-repeat Participants, 2003 

Statement 
Teams with both younger 
and older people can be fun* 
It is important that both older 
and younger people take time 
to understand each other 

Percent Who Agreed/Strongly Agreed with Statement 
General Follow-Up Follow-Up 

Respondents Respondents (not Respondents 
in 2003 (baseline) participating in 2003) (participating in 2003) 

96 96 99 

97 97 99 
* statistical difference among means at the .05 level among the follow-up populations (right two columns) 
Source: (Christensen et al., 2003, p. 26) 
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age among repeat volunteers). Of those who 
participated both years, 15% were young 
adults and 85% were adults. Among those 
respondents who participated only in 2002, 
23% were young adults and 77% were adults. 

Table 7 illustrates potential lasting effects 
from JHD. We note that the comparison 
groups-the non-follow-up 2003 respondents 
and those who participated in 2002, but not 
in 2003-had very high cross-generational 
perceptual responses. However, those who 
participated in 2002 and 2003 had statistical
ly higher responses. This suggests that while 
one-time participation in JHD may lead to 
lasting, cross-generational perceptual changes, 
repeat participation is even more likely to be 
associated with change. 

Among those who participated in 2002 
and 2003, almost all (99.5%) agreed/strongly 
agreed that they are "comfortable interacting 
with people of a different generation." 
Among those who participated only in 2002, 
this figure was 98%. The mean differences 
between the two groups' responses are statisti
cally different (at the .01 level), with the 
mean response being more positive among 
those who participated in 2002 and 2003. 
This finding also suggests that participation 
in JHD the previous year is associated with 
more positive perceptions of cross-genera
tional interaction. 

CONCLUSION 
Join Hands Day is an experiment in how 

episodic community service can be used to 
solve serious social problems. JHD was 
designed to address two primary problems, 
one involving the social isolation of young 
people from adults and the other the aging 
and declining membership of fraternal benefit 
societies. Survey data gathered and analyzed 
from 2001-2003 participants suggests that 
JHD has had some success in addressing the 
twin concerns that motivated the creation of 
this annual day of service. 

JHD is also a microcosm of the prolifera
tion of social innovation in America resulting 
from the search for new institutions to repair 
eroding social capital. America's fraternal ben
efit societies hope to make connections to 
youth who, in turn, will help the societies to 
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rejuvenate themselves and restore their roles 
as important threads in the fabric of our 
communities. 

The results of our research reinforce pro
gram design guidance based upon previous 
research and practice (Scannell and Roberts, 
1994). Effective intergenerational community 
service programs must be generational part
nerships that offer opportunities for com
mon, valued contributions, balanced relation
ships between young and old participants, 
preparation and support for all participants, 
and opportunities for reflection. 

Perhaps our most significant practical 
finding is that not all projects were equally 
successful in eliciting common contributions 
from youth and adults. Adults tended to 
have a larger role in planning community 
service projects. When implemented effec
tively, however, involvement in planning was 
a powerful tool for creating the effects the 
JHD founders had intended. Youth and 
adults involved in planning the community 
service activity were more likely to have posi
tive views of the other generation as a result 
of their participation in JHD. Join Hands 
Day, Inc.'s Web site offers an online Action 
Guide (2005) with recommendations for 
developing youth-adult partnerships. Among 
the Guide's suggestions are hosting intergen
erational icebreakers before service events, 
developing intergenerational listening skills, 
and developing self-expression skills. 

The outcomes associated with JHD sug
gest that episodic service can be an effective 
tool for producing targeted change. In light 
of increased reliance upon episodic service as 
an alternative to more intense service, this is a 
significant finding. Although Martin Luther 
King Day, Make a Difference Day, and Youth 
Service Day are not panaceas, they may be 
among the tools our society can use to solve 
community and social problems and build 
solidarity across our divisions. We also found 
that episodic service can make a positive dif
ference in relation to societal-level genera
tional disconnection. Moreover, more fre
quent participation in JHD leads to even 
more favorable cross-generational perceptions. 

Finally, we note the role that service can 
play in promoting organizational renewal. We 



find some evidence that sponsoring a service 
day like JHD can lead to greater organization 
visibility and improved perceptions of the 
sponsoring organization. 
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Volunteering: A Comparison of the 
Motivations of Collegiate Students 

Attending Different Types of Institutions 
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Kathleen Gruben, Georgia State University, Statesboro 

Volunteerism represents a major source of 
labor in the United States (Dutta-Bergman, 
2004). It involves a considerable number of 
activities and endeavors with the goal of 
improving communities and the lives of indi
viduals (van Emmerik, Jawahar & Stone, 
2004). Findings from the Current Population 
Survey, composed of 60,000 households, esti
mate, for instance, that between September 
2001 and September 2002, more than one 
of every four individuals over the age of 16 in 
the United States engaged in volunteer activi
ties (Boraas, 2003). An activity pursued to 
such an extent appears to warrant research 
attention. 

Volunteering affects more than merely the 
individuals who engage in it. Many valuable 
social programs rely on volunteers to succeed 
(Wilcox, Cameron, Ault & Agee, 2003). 
Many human-service agencies and nonprofit 

organizations providing these programs, how
ever, are experiencing significant shortages 
of volunteers, often severely hampering their 
abilities to fulfill their missions (Edwards 
& Watts, 1983; Fisher & Ackerman, 1998). 
Consequently, recruiting new volunteers is 
often a major, ongoing concern for many 
such organizations (Brudney & Brown, 
1990), consuming a significant amount of 
an organization's time and resources. 

When volunteers are examined, one can 
quickly observe that, as a demographic group, 
young adults spend significant time in volun
teer activities. Furthermore, school enroll
ment seems to have a significant effect on the 
extent of volunteering activities among young 
adults. Young adults enrolled in school have 
been observed to volunteer at a rate twice 
that of those not enrolled in school (Boraas, 
2003). Moreover, the increased involvement 
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in volunteer activities by college students 
appears to continue after graduation (Oester
le, Johnson & Mortimer, 2004). In fact, 
recent college graduates have been observed 
to volunteer at a rate twice that of high 
school graduates and four times that of high 
school dropouts (Boraas, 2003). 

Universities and colleges in the United 
States tend to develop campus cultures that 
could influence how students feel about 
many topics and ideas, including the extent 
to which one should become involved in vol
unteering activit!es. Understanding the moti
vations of college students to engage in vol
unteering activities and identifying whether 
differences exist between students attending 
different types of colleges and universities 
would seem to be worthwhile. The purpose 
of this paper is to explore whether students at 
five different schools, each an exemplar of a 
different type of college or university, possess 
differing perceptions of volunteering. First, 
past research on volunteering is reviewed. 
Second, rationales for the existence of differ
ing campus climates toward volunteering is 
developed. Third, hypotheses are presented. 
Finally, the hypotheses are tested. 

VOLUNTEERISM 
Each year, millions of people spend sub

stantial amounts of time and energy voluntar
ily helping others ( Clary, Snyder, Ridge, 
Copeland, Stukas, Haugen, & Miene, 1998). 
Many organizations that depend on volun
teers to deliver services, however, often find 
that they are unable to provide the services 
clients need or desire because of a lack of an 
adequate number of volunteers. The recruit
ment of volunteers, therefore, is an area of 
great importance to such agencies (Brudney 
& Brown, 1990). Indeed, Bussell and Forbes 
(2002) suggest that as competition for volun
teers becomes increasingly intense, many 
organizations are increasingly turning to mar
keting techniques to recruit and retain volun
teers. 

To understand potential volunteers, an 
understanding of individuals' motivations to 
become involved in volunteering would seem 
to be important. Indeed, Clary, Snyder, and 
Ridge (1992) suggest that understanding the 

motivations of potential volunteers may help 
agencies identify and recruit potential volun
teers. Consistent with this line of thought, 
Allison, Okun, and Dutridge (2002) and 
Okun (I 994) observed that an individual's 
motivation to volunteer is a good predictor of 
frequency of volunteering activities. Raman 
and Pashupati (2002) suggest that individu
als' motivation to volunteer is a better predic
tor of future volunteering behavior than is 
present volunteering behavior since the extent 
of one's volunteering activity at any particular 
time is often affected by transient issues 
affecting the amount of time an individual 
has available for volunteering. Furthermore, 
volunteering is unquestionably a widely var
ied activity (Gaskin, 1999). Likewise, volun
teers differ as much in the volunteer activity 
they perform ( Cnaan, Handy & Wadsworth, 
1996; Wymer, 1998) as in the motivations 
for becoming involved in volunteering. 

Although many of the various definitions 
applied to volunteerism suggest that the vol
unteer must possess some form of altruistic 
motivation, Bussell and Forbes (2002) suggest 
that this is not necessarily true. They suggest 
several volunteering activities for which altru
ism is not a necessary motivation. Indeed, 
Clary and his associates (1998) identified six 
motives for volunteering: (a) developing and 
enhancing one's career, (b) enhancing and 
enriching personal development, (c) conform
ing to the norms of, or establishing norms 
for, significant others, (d) escaping from neg
ative feelings, (e) learning new skills and prac
ticing underutilized abilities, and (f) express
ing values related to altruistic beliefs. 

The literature suggests that the extent of 
one's volunteering activity is affected by age 
and by cohort. Members of Generation Y, for 
instance, are volunteering in their communi
ties more than any generation in American 
history (Wright, 2000). "Ninety-five percent 
indicate that spending time volunteering or 
helping people is very or somewhat impor
tant. Fifty percent actively participate in vol
unteer work in their communities" (Nucifora, 
2001, p. 2). Consistent with these observa
tions, volunteering among the young has 
increased by 12% over the last decade (Fegen
bush, 2001). Similarly, Baldwin reported that 
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members of Generation Y have "a strong 
sense of community, not just in smaller units, 
but a feeling of connectedness to a larger unit 
of society'' (2002, p. 6). 

As mentioned in the introduction, involve
ment of members of the younger generation 
(Generation Y) in volunteerism is profoundly 
affected by one's education. Young adults 
enrolled in school volunteer at a rate twice 
that of those not enrolled in school (Boraas, 
2003), a trend that continues after graduation 
from college. Similarly, Davis-Smith (1999) 
observed a strong positive relationship 
between the level at which young people 
cease their education and the extent of their 
volunteering activities. Indeed, recent college 
graduates volunteer at twice the rate of high 
school graduates and four times that of high 
school dropouts (Boraas, 2003). Furthermore, 
religion and race have been suggested as fac
tors affecting the motivation to volunteer. 

ROLE OF RELIGION 
The role of religion in the motivation to 

volunteer has been long recognized (Benson, 
Dehority, Garman, Hanson, Hochschwender, 
Lebold, Rohr, & Sullivan, 1980). Greely 
(1997) and Wilson and Janoski (I 995), for 
instance, contend that participation in church 
activities provides individuals with the tools 
and social networks that encourage volunteer
ing in other areas. Similarly, Ammerman 
states, 

Every club that plans a special event, 
every society that needs officers, and 
every congregation that asks its members 
to teach classes and chair committees 
provides opportunities for the develop
ment and exercise of civic skills. And 
because congregations are the single 
most available opportunity for volun
tary participation, they are the single 
most egalitarian imparter of civic skills 
to society. By engaging in the practices of 
building up the fellowship, congrega
tions also build up their communities. 
''Religious" practices transcend religious 
institutional lines (1997, p. 212). 

Church members have long been regarded 
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as being more likely to become involved in 
voluntary activities than nonmembers (e.g., 
Moberg, 1962). Empirical research supports 
this contention (Becker & Dhingra, 2001; 
Parboteeah, Cullen & Lim, 2004; Wilson & 
Musick, 1997). Similarly, involvement in vol
unteerism is thought to vary across individu
als belonging to different religious groups 
(Smith, 1994). Research on the relationship 
between religious identification and involve
ment in volunteering, however, has not pro
duced consistent findings. Several studies 
(e.g., Lam, 2002; Peterson & Lee, 1976) 
observed that Protestants are more likely to 
participate in voluntary associations than are 
Catholics and those without religious affilia
tion. Thomson and Knoke (1980), however, 
observed that Catholics have a rate of partici
pation higher than Protestants as did Wright 
and Hyman (1958). Hoge, Zech, McNamara 
and Donahue (1998) observed that although 
conservative Protestants reported the greatest 
amount of church-related volunteering, they 
tied for last with Catholics for the least 
amount of non-church related volunteering. 

ROLE OF RACE 
Relatively few studies have examined the 

relationship between volunteerism and race. 
The few studies that have, however, examined 
the participation rates of African-Americans 
observed that, when socioeconomic status is 
controlled for, African-Americans participate 
in volunteering activities at a rate higher than 
their white counterparts (Lucas, 1985; 
Williams & Ortega, 1986). Similarly, Latting 
(1990) observed that African-Americans are 
more apt to indicate altruistic motives for vol
unteering. 

RESEARCH HYPOTHESES 
H: Students attending differing types of uni

versities possess differing motivations for 
engaging in volunteering activities. Specif
ically, students attending different types of 
universities differ in the relative strength 
of the following motivations to volunteer: 
H 1: Developing and enhancing one's 

career (career). 
H2: Enhancing and enriching personal 

development (esteem). 



H3: Conforming to the norms of, or 
establishing norms for, significant 
others (social). 

H4: Escaping from negative feelings 
(protective). 

H5: Learning new skills and practicing 
underutilized abilities (understanding). 

H6: Expressing values related to altruistic 
beliefs (value). 

METHODOLOGY 
Sample 

Faculty members at five differing institu
tions were recruited to administer question
naires, which included the Volunteer Func
tions Inventory Scale, to their students taking 
marketing courses. The universities were cho
sen to represent differing philosophical and 
religious approaches to education. Specifical
ly, they were chosen as exemplars of a public 
commuter institution, a public residential 
institution, a Jesuit Catholic institution, a 
conservative Protestant institution, and an 
African-American liberal arts institution. Stu
dents taking marketing courses were chosen 
to comprise the sample for two primary rea
sons. First, since business students are gener
ally not encouraged to engage in volunteering 
as a part of their education, less likelihood 
exists of a social desirability bias in their 
responses. Furthermore, through their previ
ous coursework or through discussions in 
their marketing courses on the environment 
and on consumer behavior, students taking 
marketing courses tend to possess an under
standing of societal needs. 

It is likely that the students attending each 
of the universities represent a different philo
sophical and religious subculture. Criteria for 
admission to the conservative Protestant uni
versity, for instance, include "evidence of a 
personal relationship with Jesus Christ and a 
consistent, Christian lifestyle." Once admit
ted to the institution, students are required 
to attend church services regularly, to attend 
daily chapel services, as well as abide by a 
far-reaching standards-of-conduct statement. 
The nature of these requirements will serve 
to strongly dissuade individuals representing 
alternative subcultures from choosing this 
university for their collegiate education. 

Similar admission requirements do not 
exist at the other universities; nevertheless, 
the students attending each university can be 
expected to vary. At the Jesuit Catholic uni
versity, for instance, students are required to 
take a significant number of theology courses 
as a part of the institution's general education 
requirements. As a result, the vast majority of 
students at the institution are Catholic. 

The resulting sample sizes comprised 
124 from the public commuter institution, 
95 from the public residential institution, 
73 from the Jesuit Catholic institution, 104 
from the conservative Protestant institution, 
and 86 from the African-American liberal arts 
institution (for a total sample of 482). Since 
the instruments were distributed in classroom 
settings, virtually no nonresponse was noted. 

Measurement of Motivation to Volunteer 
Various measures have been developed to 

examine individuals' motivation to volunteer. 
When they examined the available measures, 
Okun, Barr, and Herzog (1998) observed that 
only the Volunteer Functions Inventory (VFI) 
(Clary, et al., 1998) fits the data on volun
teering, suggesting that it is the preferred 
measure for understanding and measuring 
motivations to volunteer. The VFI measures 
six motives for volunteering: (a) developing 
and enhancing one's career (career); (b) 
enhancing and enriching personal develop
ment (esteem); (c) conforming to the norms 
of, or establishing norms for, significant oth
ers (social); (d) escaping from negative feel
ings (protective); (e) learning new skills and 
practicing underutilized abilities (understand
ing); and (f) expressing values related to 
altruistic beliefs (value) (Allison, Okun & 
Dutridge, 2002). 

When examining the validity of the VFI 
scale, Clary, et al. ( 1998) and Allison, Okun, 
and Dutridge (2002) observed that the VFI 
scale appears to be a valid instrument. The 
scale appears to be reliable: coefficient alphas 
are typically above .80 (Clary, Snyder, & 
Ridge, 1992) with test-retest correlations of 
.64 to .78 (Clary, et al., 1998). The scale also 
appears to possess construct and criterion 
validity (Allison, Okun, & Dutridge, 2002; 
Clary, et al., 1998). Allison, Okun, and 
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Dutridge (2002) observed that responses to 
the VFI scale are strongly correlated with vol
unteering activity. The score for each motiva
tion represents the relative importance of that 
motivation to the individual. Similarly, the 
highest score reflects the motivation with the 
greatest importance to the respondent (Clary, 
Snyder, & Ridge, 1992). 

Analysis 
MANOVA was conducted to test the over

all Hypothesis. One way ANOVAs were con
ducted was to test each secondary hypothesis 
reflecting each of the factors of the VFI scale. 
Finally, paired results are compared via t-tests 
for each ANOVA for which significant results 
were observed. 

RESULTS 
The mean scores for students attending 

each university, and for each motivation to 
volunteer are displayed in Table 1. Results of 
the MANOVA to test the Hypothesis were 
observed to be significant at the .05 level (F = 

3.912, significance= .000). The overall 
hypothesis, that students attending different 
types of universities differ in their motivation 
to volunteer, is supported. The results of the 
one-way AN OV As are displayed in Table 2. 

Significant (at the .05 level) differences 
were observed for five of the six motivations 
to volunteer. The only motivation for which 
a significant difference was not observed 
was developing and enhancing one's career 
(career). Support, therefore, was observed 
for Hypotheses 2 through 6, but not for 
Hypothesis 1. 

Post hoc tests were performed for the five 
motivations to volunteer for which significant 
results were observed, to better understand 
the nature of the differences. The results are 
displayed in Table 3. 

For enhancing and enriching personal 
development (esteem), students attending the 
public residential university expressed signifi
cantly stronger motivations than students 
attending the Jesuit Catholic and the conserv
ative Protestant universities. In addition, stu-

TABLE 1 
Mean Volunteering Scores 

Motivation to Volunteer PC PR JC 

Develoeing and enhancing one's career (career) 24.37 25.40 23.40 
Enhancing and enriching eersonal develoement (esteem) 22.05 23.76 21.39 
Conforming to the norms of, or establishing norms 
for, significant others (social) 16.03 19.18 19.22 
Escaeing from negative feelings (erotective) 16.19 18.57 16.54 
Learning new skills and practicing underutilized abilities 
(understanding) 24.05 26.08 26.21 
Expressin~ values related to altruistic beliefs (value) 27.12 28.19 27.69 
University Category Key 

PR - public residential university PC - public commuter university 

JC - Jesuit Catholic university CP - conservative Protestant university 
AA - African-American liberal arts university 

Motivation to Volunteer 

TABLE2 
ANOVA Results 

Develoeing and enhancing one's career (career) 
Enhancing and enriching eersonal develoement (esteem) 
Conforming to the norms of, or establishing norms for, significant others (social) 
Escaeing from negative feelings (erotective) 
Learning new skills and practicing underutilized abilities (understanding) 
Exeressing values related to altruistic beliefs (value) 
* = p < .05 
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F-Value 

1.799 
2.780 

10.196 
4.873 
3.678 
3.875 

CP AA 

23.43 25.19 
20.42 23.48 

20.06 22.26 
17.17 21.00 

26.32 26.90 
27.84 29.73 

Significance 

.128 

.026* 

.000* 

.001* 

.006* 

.004* 



TABLE3 
Post Hoc Tests 

University Compared With Esteem Social Protective Understanding Value 

-1.65 -2.88 -2.38 -1.96 -1.02 
PC PR .101 .002* .020* .019* .123 

65 -3.22 -.52 -2.16 -.61 
JC .545 .002* .637 .016* .391 

1.43 -4.16 -1.15 -2.60 -.91 
CP .147 .000* .249 .001* .161 

-1.26 -5.93 -4.40 -2.67 -2.72 
AA .237 .000* .000* .002* .000* 

2.31 -.34 1.86 -.20 .41 
PR JC .046* .752 .112 .834 .588 

3.08 -1.28 1.23 -.64 .699 
CP .004* .198 .254 .464 .871 

39 -3.05 -2.02 -.71 -1.70 
AA. .729 .004* .080 .451 .024* 

.77 -.94 -.63 -.44 -.30 
JC CP .496 .376 .582 .637 .690 

-1.91 -2.71 -3.88 -.51 -2.11 
AA .113 .017* .002* .609 .008* 

-2.68 -1.77 -3.25 -.07 -1.81 
CP AA .016* .092 .004* .942 .014* 
University Category Key Motivation Key 
PC - public commuter university Esteem - Enhancing and enriching personal development 

PR - public residential university Social-Conforming to the norms of, or establishing norms for, 

JC - Jesuit Catholic university significant others 

CP - conservative Protestant university Protective - Escaping from negative feelings 

AA- African-American liberal arts university. Understanding - Learning new skills and practicing underutilized 
abilities 

* ::::: p < .05 Value - Expressing values related to altruistic beliefs 

dents attending the conservative Protestant 
university expressed significantly weaker 
motivations than students attending the 
African-American liberal arts university. 

For conforming to the norms of, or estab
lishing norms for, significant others (social), 
students attending the public commuter uni
versity expressed significantly weaker motiva
tions than students attending any of the other 
universities. Furthermore, students attending 
the African-American liberal arts university 
expressed significantly stronger motivations 
than students attending the public residential 
university and the Jesuit Catholic university. 

For escaping from negative feelings (pro
tective), students attending the African-Amer
ican liberal arts university expressed signifi
cantly stronger motivations than students 

attending the Jesuit Catholic, conservative 
Protestant, and public commuter universities. 
Moreover, students attending the public 
residential university expressed significantly 
stronger motivations than students attending 
the public commuter university. 

For learning new skills and practicing 
underutilized abilities (understanding), 
students attending the public commuter 
university expressed significantly weaker 
motivations than students attending any 
of the other universities. 

Finally, for expressing values related to 
altruistic beliefs (value), students attending 
the African-American liberal arts university 
expressed stronger motivations than students 
attending any of the other universities. 
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DISCUSSION 
Since individuals who have attended or are 

attending college appear to be much more 
likely to engage in volunteering activities, 
college students seem to be a group which 
should not be overlooked when attempting to 
recruit volunteers. In support of the general 
hypothesis, however, students attending dif
ferent types of universities appear to possess 
differing motivations to volunteer. Closer 
analysis indicates that the differences origi
nate in five of the six motivations to volun
teer. The results appear to indicate that it may 
be beneficial for human service agencies and 
nonprofit organizations to adapt their recruit
ing techniques to the collegiate background 
of the potential volunteers. 

When students attending the different uni
versities (exemplars of a public commuter 
institution, a public residential institution, 
a Jesuit Catholic institution, a conservative 
Protestant institution, and an African-Ameri
can liberal arts institution) were examined, 
the primary differences observed involved stu
dents attending the public commuter univer
sity and those attending the African-Ameri
can liberal arts university. In the post hoc 
tests, students from these two institutions 
accounted for 19 of the 21 instances for 
which significant differences were noted. 
Closer examination of these results appears 
warranted. 

Students attending the public commuter 
university were found to be consistently less 
motivated to engage in volunteer activities 
than were students attending the other types 
of universities. The differences were most 
pronounced for the social ( conforming to the 
norms of, or establishing norms for, signifi
cant others) and understanding {learning new 

· skills and practicing underutilized abilities) 
motivations. For each of these types of moti
vations, students attending the public com
muter university expressed significantly less 
motivation than students attending any of the 
other universities. It appears that public com
muter universities may be less likely to devel
op environments that foster desire among 
their students to engage in voluntary activities 
and/or are less likely to attract students who 
are motivated to volunteer. 
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Surprisingly few differences were observed 
to exist between students attending the public 
residential, the Jesuit Catholic, and the con
servative Protestant universities. The only dif
ferences observed were that students attend
ing the Jesuit Catholic and conservative 
Protestant universities expressed lower esteem 
(enhancing and enriching personal develop
ment) motivations than those attending the 
public residential university. 

Finally, students attending the African
American liberal arts university consistently 
expressed stronger motivations to engage in 
voluntary activities than students attending 
the other universities. The differences were 
especially notable for social ( conforming to 
the norms of, or establishing norms for, sig
nificant others), protective (escaping from 
negative feelings), and value (expressing val
ues related to altruistic beliefs) motivations. 
This finding is consistent with past research 
suggesting that race is a factor in one's 
propensity to volunteer. Furthermore, the 
finding that students attending the African
American liberal arts university expressed 
higher value (altruistic) motivations than stu
dents attending any of the other universities 
is also consistent with past research that sug
gests that African-Americans are more likely 
to pursue voluntary activities for altruistic 
motivations than individuals of other races. 
These findings suggest that students attend
ing or who have attended African-American 
liberal arts universities may be especially like
ly to engage in voluntary activities and may 
represent an especially fruitful source of vol
unteers. 

Implications 
If corroborated by future research, the 

findings indicate that nonprofit organizations 
and human-service agencies recruiting volun
teers from among college students may need 
to alter the recruitment appeals based on the 
type of university that the students are 
attending. 

The strongest motivation to volunteer was 
the same across students attending all five 
institutions-expressing values related to 
altruistic beliefs (value). The motivation, 
however, was observed to be significantly 



stronger for students attending the African
American liberal arts university. Appeals to 
the altruistic nature of volunteering appear to 
likely be a successful means to attract students 
from all universities to volunteer. 

Learning new skills and practicing under
utilized abilities (understanding) also appears 
to be an important motivation to volunteer 
for all students, but the motivation was 
observed to be significantly weaker for those 
attending the public commuter university. 
Therefore, appeals to the learning aspects of 
volunteering appear likely to be successful, 
but their success will likely be less for those 
students attending a public commuter univer
sity. 

No significant difference was observed 
between schools on the motivation of devel
oping and enhancing one's career (career). 
Since the motivation was observed to be 
moderately strong for students attending each 
of the institutions, it may be used equally as 
an appeal to students attending each of the 
schools. 

The results observed for the motivations of 
conforming to the norms of, or establishing 
norms for, significant others (social) and 
escaping from negative feelings (protective) 
were somewhat similar. In each instance, stu
dents attending the public commuter univer
sity expressed the weakest motivation and 
students attending the African-American 
liberal arts university expressed the strongest 
motivation. Appeals to these two motivations, 
therefore, can be expected to be more success
ful when directed toward students attending 
an African-American liberal arts university, 
but not when directed toward students 
attending a public commuter university. 
Although generally significantly stronger than 
those held by students attending the public 
commuter university, the strengths of these 
two motivations to volunteer (social and pro
tective) were observed to be relatively weak 
for students attending the other institutions. 

Finally, the enhancing and enriching per
sonal development ( esteem) motivation is 
strongest for students attending the public 
residential and African-American liberal arts 
universities and weakest for students attend
ing the Jesuit Catholic and conservative 

Protestant universities. This finding suggests 
that appeals to esteem would likely work best 
for students attending non-religious-based 
universities. 

Limitations 
Although the findings of this effort are 

encouraging, a number of limitations exist. 
First, the exploratory nature of this study lim
its the drawing of any firm conclusions. Sec
ond, the limited nature of the sample restricts 
the generalizability of the results to other 
populations. The universities chosen represent 
exemplars of differing types of universities. 
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Using the Web to Train and Support Teen Volunteers: 
An Initial Assessment of the North Carolina TRY-IT! 

(Teens Reaching Youth through Innovative Teams) Program 
R. Dale Safrit and Harriet C. Edwards, North Carolina State University 

R. Warren Flood, The Ohio State University, Columbus 

The use of technology to encourage, sup
port and manage volunteerism and/or volun
teer programs has been discussed in the pub
lished literature only during the past 15 years. 
Cravens (1998) was the first to suggest that 
"Virtual volunteering enables anyone to con
tribute time and expertise to nonprofits ... and 
other organizations that utilize volunteer ser
vices without ever leaving home or office" 
(p. 2). According to the author, "Virtual vol
unteering is not a replacement for face-to-face 
volunteering. Instead, it expands existing vol-

. . ' unteer resources, augments an organizations 
off-line activities, and offers another way for 
someone to help support an organization and 
give back to the community" (p. 3). In later 
articles she concluded that "Volunteer man
agers are already under increasing pressure to 
integrate technology into their work, and that 
pressure is only going to increase" (Cravens, 
1999, p. 61), and emphasized the enormous 
potential of virtual volunteering in human 
service organizations (Craven, 2000). 

Burt and Taylor (2000) discussed the 
potentials for information and communica
tion technologies to drastically reshape the 
manner in which voluntary organizations do 
business. According to the authors, "Embed
ded within electronic networks is the poten
tial to reshape organizations internally, recon
figure relationships across networks of 

organizations, and redefine relationships with 
individual citizens" (pp. 131-132). Safrit and 
Merrill (2002) discussed the potential for new 
technologies to broaden volunteer opportuni
ties. "New distance learning techniques 
via the Internet can revolutionize training, 
off-site volunteer supervision and ongoing 
support" (p. 20). However, they concluded, 
"This exciting new dimension to volun
teerism will require careful monitoring and 
research in the months ahead to assess volun
teer satisfaction as well as client impact" 
(p. 21). However, Saide! and Cour (2003) 
noted, "While research has been conducted 
on technology and work in the private and 
public sectors, there are few studies detailing 
the effect of technology on work in the vol
untary sector and scant literature to guide 
systematic investigation" (p. 6). 

Similarly, during the past decade, an 
increasing focus of volunteer management lit
erature has been devoted to better engaging 
youth, and particularly teens, as volunteers. 
Smith and Havercamp (1991) described an 
innovative community program in which 
high-risk teens served as volunteers by teach
ing younger latchkey youth in Nevada. Stein
bach (1992) discussed special considerations 
that managers of volunteers must consider 
when working with teen volunteers, includ
ing making the volunteer opportunity easily 
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accessible to teens (since transportation and 
time of day may be barriers); fostering teens' 
imaginations through volunteerism; and 
offering both long-term and short-term (i.e., 
episodic) volunteer opportunities for teens. 
Kleon, King and Wingerter (1996) concluded 
that "[Teens] are willing to take leadership 
through volunteerism to improve the quality 
of life in their communities .... Special efforts 
must be made to prepare adults for the teen 
volunteering, as well as to prepare teens to 
volunteer in an adult volunteer environment" 
(p. 41). 

Safrit, Scheer and King (2001) discussed 
teen volunteerism within the larger context 
of the entire human life span. They noted 
that "Teens are more willing to ... seek greater 
responsibility in deciding what volunteer pro
jects to conduct. Volunteer opportunities can 
enhance the teen's career exploration, provide 
an opportunity to learn about themselves, 
and be included as a part of building a strong 
college application or job resume" (p. 19). 
Safrit (2002) described what he termed the 
Four Es of working with teens: empathy, 
engagement, enrichment and empowerment. 
According to the author, "Effectively empow
ering teens requires a nonprofit organizational 
culture that values the contributions of teens, 
and our own personal commitment to bring
ing that culture to life" (p. 25). 

Junck (2004) identified aspects of success
ful youth-service learning programs that 
connect the individual teen to a volunteer 
program, and subsequently to the larger com
munity. They included focusing upon a true 
community problem rather than a volunteer 
organization issue; being student-driven based 
upon teamwork; and incorporating student 
reflection into the program design, with adult 
mentors available to support the students' 
efforts. Finally, Safrit, Gliem and Gliem 
(2004) compared reasons for, as well as barri
ers to, volunteering among pre- and early
teen youth in public school grades 5 to 8, 
and senior teens in grades 9 to 12. Barriers 
identified for both grade levels included low 
personal interest in the volunteer activity, a 
weak connectedness to volunteerism overall, 
and personal challenges related to personal, 
familial and school time commitments. 

Reasons identified for both grade levels 
included pressure to volunteer from adults 
and peers, encouragement by adults to 
volunteer, altruistic reasons, and spiritual rea
sons. The authors concluded that "the most 
effective infrastructure for youth volunteerism 
and community service may be through 
youth-adult partnerships, i.e., youth and 
adults working together as equal peers to 
address through volunteerism the serious 
challenges facing their communities" (p. 39). 

THE NORTH CAROLINA 4-H TRY-IT! 
PROGRAM 

North Carolina 4-H Youth Development 
is the youth-focused program of the Coopera
tive Extension Service. In 4-H, community
based youth development professionals man
age adult and youth volunteers who guide 
experientially-based educational programs 
for youth ages 5 to 18. The NC 4-H Teens 
Reaching Youth (TRY) program was devel
oped initially in 1986 (Groff, 1992) and 
sought to (a) improve teen self-esteem and 
life skills, including leadership; (b) enable 
teens to realize maximal personal growth and 
understanding; (c) empower teens to make a 
difference in the lives of others ( especially 
younger youth) through teaching opportuni
ties; and (d) empower teens to contribute to 
the common good through volunteerism and 
service. In TRY, teams of teen volunteers, 
coached by an adult volunteer, taught 4-H 
subject matter to younger youth. 

In 2002, the authors developed Teens 
Reaching Youth through Innovative Teams 
(TRY-IT!) as the next generation of the origi
nal TRY program. TRY-IT! utilizes innovative 
Web-based learning modules to strengthen 
and expand community-based teen volun
teerism and service through effective teen
adult partnerships. Still focusing upon the 
original TRY objectives, TRY-IT! also seeks to 
(a) foster and support effective teen-adult 
partnerships throughout project development, 
implementation, and dissemination; (b) 
expand teens' opportunities and abilities to 
develop leadership skills though volunteerism 
and service; (c) utilize interactive Web-based 
resource modules (available 24/7) to support 
teens and adults in developing effective part-
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nerships in addressing community issues; and 
(d) strengthen participants' personal and 
interpersonal leadership skills through active 
volunteerism and community service by 
teaching younger youth. Project collaborators 
include the Department of 4-H Youth Devel
opment at NCSU and National 4-H Council 
in Chevy Chase, Maryland. 

TRY-IT! will eventually include twenty-six 
45-minute interactive Web-based modules in 
three focus areas: (a) building effective and 
sustained teen-adult partnerships (seven mod
ules); (b) developing effective experiential 
teaching and planning skills (nine modules); 
and ( c) strengthening individual and shared 
leadership (IO modules). Additionally, a 
future section will support adult volunteers 
serving as coaches ofTRY-IT! teams. The 
TRY-IT! modules are online resources that 
teen and adult TRY-IT! team members access 
to build subject matter knowledge and skills 
addr~ssing leadership, effective teaching and 
learnmg, and teen-adult partnerships. The 
modules are designed to prepare TRY-IT! 
team members for a required in-depth, face
to-face weekend training retreat, as well as to 
support, motivate, and expose them to fur
ther in-depth topics following the retreat. 

The content of each TRY-IT! module was 
developed by a six to eight member writing 
team composed of youth and adult volunteers 
and Extension professionals, working in part
nership as Subject Matter Experts (SMEs). 
The project's Instructional Designer coached 
the teams in writing learner-focused content 
effectively integrated with effective Web 
design and IT systems, based on the contem
porary literature (Heide & Henderson, 1994; 
Jukes, Dosaj, & Macdonald, 2000; Kruse & 
Keil, 2000; Palloff & Pratt, 1999; Schreiber 
& Berge, 1998). Writing teams identified var
ious distance technologies (e.g., animation, 
streaming video, self-assessed feedback loops, 
etc.) within individual modules to maximize 
appeal to teen audiences, promote active 
learner engagement, and maximize learner 
retention of module content. 

There is practically no published literature 
addressing virtual volunteerism, or the use of 
information technologies and distance learn
ing strategies, among teens. Mincemoyer 
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(2003) investigated the use of the Internet to 
support adult 4-H volunteers in Pennsylvania 
and concluded, 

There are many benefits for volunteers 
and the extension organization to Inter
net distribution of resources [sic}. 4-H 
volunteers are willing to use this new 
technology to receive curriculum 
resources . . . Providing curricula and 
resources on the Internet via a volunteer 
Web site not only allows the volunteer to 
access the resource or publication on 
demand, but also provides an opportu
nity . . . to provide links for volunteers 
and youth to learn more about their 
topic of interest (p. 34). 

However, applied research is needed to 
assess teens' interest in and use of Web
enhanced curricula and resources that encour
age them to volunteer, while also providing 
required training and support resources 24/7 
in an interactive and engaging format. 
According to the Independent Sector (2001), 
"So far there is little research that reveals how 
technology has and will continue to change 
the dynamics of civil society and the nonprof
it sector" (p. 1). 

PURPOSE AND METHODOLOGY 
The purpose of this exploratory study was 

to assess teen volunteers' attitudes regarding 
three pilot educational Web-based modules 
from the North Carolina 4-H TRY-IT! pro
gram. The researchers developed a quantita
tive methodology using a written question
naire to collect data ( de Vaus, 1996). The 
questionnaire was developed from Web-based 
learning constructs suggested by Jukes, Dosaj 
and Macdonald (2000) as well as Hall's 
( 1997) eight criteria for evaluating Web-based 
training (Table 1). 

The questionnaire consisted of two sec
tions. Section I included 35 items using a 
ten-point Likert-type scale (ranging from 1 = 
totally disagree to 10 = totally agree) to mea
sure respondent attitudes toward each of the 
eight criteria. Section II included five addi
tional items collecting data on three selected 
respondent personal characteristics. The 



researchers established the instrument's face 
validity using a panel of national distance 
learning experts in Cooperative Extension 
and/or youth development, and modified the 
instrument slightly based upon input from 
the panel of experts. 

The researchers collected data from conve
nience samples of teen 4-H members (all 
between the ages of 13 and18) on two sepa
rate occasions. The first sample comprised 67 
teen 4-H members attending the 2003 State 
4-H Congress held on the campus of North 
Carolina State University July 21-25, who 
were from a mixture of rural and non-rural 
North Carolina counties. These data were 
collected during two workshops conducted 
by the project's Instructional Designer. The 
second sample consisted of 30 teen 4-H 
members from rural counties who had been 
recruited by their county 4-H professionals to 
participate in a weekend TRY-IT! retreat held 
at an eastern NC 4-H educational center. 
The researchers collected these data from the 
project's co-directors on the final day of the 
retreat. All data collection followed proce
dures suggested by Kraut (I 996), McNabb 
(2002), and Rea and Parker (I 997). The 
researchers entered all data into a personal 
computer and calculated descriptive statistics 
to satisfy the research objectives. Cronbach's 

alphas for the holistic instrument and its 
respective eight constructs were calculated as 
overall (.92), content (.61), instructional 
design (.65), interactivity (.63), navigation 
(.64), motivation (.78), media use (.72), 
evaluation (.63), and aesthetics (.74). Nunally 
(I 976) stated that for purposes of exploratory 
research, Cronbach alphas of .50 or greater as 
measures of internal consistency are indicative 
of a reliable instrument. 

FINDINGS 
On both occasions, participants evaluated 

each construct of the modules as above aver
age (Table 2). For teen leaders' initial expo
sure to the modules during the 2003 NC 4-
H Congress, individual construct mean scores 
varied from a minimum of7.51 for "aesthet
ics" (on a measured range of 2-10), to a maxi
mum of 20.45 for "motivation" (on a mea
sured range of 8-30). For the teen volunteers' 
weekend training, based upon their more 
extensive self-directed work with the mod
ules, individual construct mean scores ranged 
from a minimum of 7.44 for aesthetics (on a 
measured range of 4-10), to a maximum of 
19.93 for motivation (on a measured range of 
13-27). Mean scores for each respective con
struct were well above the corresponding 
median range point. 

TABLE 1 
Eight criteria (Hall, 1997) used to develop the research instrument 

Criterion 
Content 

Instructional Design 
Interactivity 
Navigation 

Motivational 
Components 

Use of Media 

Evaluation 

Aesthetics 

Number of 
Operational Definition Questionnaire 
(Hall, 1997) Items 
Does the program include the right amount and 
quality of information? 5 
Is the program designed in such a way that users will actually learn? 5 
Are learners engaged through the opportunity for their input? 4 
Can learners determine their own course through the program? 
Is there a course map available? 
Is there an appropriate use of icons and/or clear labels so users 
don't have to read excessively to determine program options? 4 
Does the program engage the user through novelty, humor, 
game elements, testing, adventure, unique content, 
surprise elements, etc.? 6 
Does the program employ video, animation, music, 
sound effects, and special visual effects? 
Is the gratuitous use of these media avoided? 4 
Is there some type of evaluation? Is mastery of each section's 
content required before proceeding to later sections? 
Are section quizzes used? Is there a "final exam"? 5 
Is the program attractive and appealing to the eye and ear? 2 
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TABLE2 
Measures of central tendency and variance for three pilot tested TRY-IT! modules 

NC 4-H Congress TRY-IT Retreat 

Construct Possible Median Measured 
Range Score Range 

Content 0-25 12.50 13-25 

Instructional 
Design 0-25 12.50 10-25 

Interactivity 0-20 10.00 7-20 

Navigation 0-20 10.00 9-20 

Motivation 0-30 15.00 8-30 

Media Use 0-20 10.00 7-20 

Evaluation 0-25 12.50 11 -25 

Aesthetics o:.... 10 5.00 2-10 

CONCLUSIONS AND IMPLICATIONS 
Due to the exploratory nature of the study, 

the reader is cautioned about generalizations 
of the study findings beyond the NC teen 
4-H member participants. 

The three TRY-IT! modules assessed in 
this study appear to be well designed accord
ing to the distance education literature, and 
well received by the 4-H teen members who 
have piloted them. Each of the eight con
struct mean scores was greater than the con
struct's median score. 

Based upon the study findings for the con
structs of content, motivation, interactivity, 
and evaluation, the TRY-IT! modules investi
gated would appear to demonstrate Reksten's 
(2000) advice that Web-based instruction for 
youth "should first and foremost address the 
student processes and skills that are transfer
able and that will develop independent think
ing" (p. x). Safrit and Jones (2003) empha
sized the importance of incorporating such 
independent, critical thinking development 
into volunteer training curricula. ''As non
formal ambassadors and representatives of 
nonprofit organizations and programs, it is 
imperative that volunteers be challenged to 
learn 'how to think' rather than just 'what to 
think.' They must develop the personal 
capacities to make critical decisions regarding 
their actions on behalf of the organization" 
(p. 17). Each TRY-IT! module begins by 
guiding the teen volunteer in connecting the 
module focus to her or his prior life experi-
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(n = 67) (n = 30) 
Mean Measured Mean 

(std. dev.) Range (std. dev.) 

20.03 (3.1) 13-25 19.85 (3.1) 

18.45 (3.4) 11-23 17.32 (3.0) 

15.13 (2.8) 8-20 16.39 (2.7) 

16.21 (2.9) 4-20 13.38 (4.0) 

20.45 (4.8) 13-27 19.93 (3.6) 

15.29 (3.3) 8-17 13.15 (1.9) 

18.22 (3.4) 9-25 19.12(3.9) 

7.51 (1.9) 4-10 7.44 (1.7) 

ences before introducing the new training 
content to be addressed. Teen volunteers are 
subsequently allowed to safely practice the 
new content presented by the module at their 
own pace through structured interactive Web
based exercises and activities. Finally, the teen 
volunteer is challenged to assess her or his 
own learning through the use of guided 
reflection sheets, and to apply the knowledge 
to broader aspects of personal, school, and 
community life. 

The study findings support Ellis, Wagner, 
and Longmire's (I 999) critical components 
for learner-centered instruction in Web-based 
training, which emphasizes that learning does 
not occur in a societal vacuum, but rather 
must build upon past experience, connect 
learning to real-life situations, and both chal
lenge learners and provide them with positive 
reinforcement. The findings emphasize 
Bielawski and Metcalfs (2003) benefits of 
blended eleaming defined as "a blend of 
instructor-led training with some type of 
online learning activity" (p. xvii). The benefits 
include providing Web-enhanced training 
that is personalized, interactive, just-in-time, 
current, and user-centric. While the authors 
would argue that these five training attributes 
are just as applicable to any volunteer-focused 
training, they are critically applicable to train
ing teen volunteers who are highly computer
literate and internet-savvy. 

More important, the current modules pro
vide, for teens as volunteers, critical subject 



matter resources chat are interwoven into a 
motivational and fun delivery system based 
upon best practices and contemporary 
research in distance education, technology
enhanced teaching and learning, youth-adult 
partnerships, teen volunteerism, and commu
nity-based youth development. The use of 
Web-enhanced technologies in the TRY-IT! 
program modules is not intended as a 
panacea for attracting, motivating, and retain
ing teens as volunteers. Rather, the technolo
gies are intended to enhance and reinforce 
three critical aspects (Morino Institute, 2001) 
of both Web-based training and teen volun
teerism: (a) an emphasis on active learning 
through community involvement (as com
pared to passive acceptance of the status quo); 
(b) opportunities that focus upon cooperative 
or collaborative action (rather than individ
ual, isolated volunteer and learning efforts); 
and (c) connecting teen volunteers to trained, 
caring adult volunteers who serve as coaches 
and guides (rather than undisputable experts). 

While both technological and organiza
tional culture challenges remain to be 
addressed, the potential ofTRY-IT! as a Web
enhanced model for supporting teens as vol
unteers is enormous. In the profession of vol
unteer administration, we are fast realizing 
that a "community" of volunteers may be 
supported successfully either by face-to-face 
contact or in cyberspace. The "connections" 
that hold such communities together may be 
sustained through not only direct interac
tions, but also Internet and Web interfaces 
as well. Challenges regarding computer hard
ware and software availability and Internet 
accessibility are rapidly being overcome 
through more powerful yet affordable techno
logical products and services. According to 
Palloff and Pratt (1999), "Electronic peda
gogy [teaching and learning] is not about 
fancy software packages or simple course 
conversion. It is about developing the skills 
involved with community building among 
a group oflearners so as to maximize the ben
efits and potential that this medium holds" 
(p. 159). 

The last remaining challenge may well be 
the attitudes and beliefs that managers of vol
unteers and adolescent program developers 

have regarding the necessary focus and nature 
of our beliefs about teens as contributing vol
unteer citizens, and the mutually respectful 
relationships we forge with them. After all, 
as Zedlin, Camino, Calvert, and Ivey (2002) 
concluded, 

Opportunities for both youth and adults 
to contribute to their communities 
through volunteer work are likely to 
build connections that support youth 
development. Relationships and beliefi 
are self-reinforcing and reciprocal. 
Program organizers [i.e., managers of 
volunteers} have an important role in 
getting them started (p. 11). 
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Oh Brother/Sister, Where Art Thou? The Decline in 
EMS/Fire Service Volunteerism 

Liz Adamshick, Homer, Ohio 

Raphael Barishansky, Newburgh, New York 

INTRODUCTION 
The United States has a rich tradition of 

volunteerism. Nearly all institutions that 
benefit American society today were started 
and run by volunteers prior to independence. 
Teachers, doctors, firefighters, police officers, 
postmasters, soldiers, and newspaper writers 
worked without monetary compensation, and 
in professions to which they were passionately 
dedicated. People saw a need in the commu
nity, and worked to meet that need. 

HISTORY OF VOLUNTEERS 
IN EMERGENCY SERVICES 

This tradition of volunteerism certainly 
runs deep in emergency services, specifically 
Emergency Medical Services (EMS) agencies 
and Fire Departments. fu the United States 
transformed into a more mobile, motorized 
society and cities began to replace farms and 
villages, volunteering for a local rescue squad, 
EMS agency, or fire department was a socially 
acceptable way of continuing the volun
teerism tradition. In many ways, the growth 
of the Nation's EMS system is the result of 
public demand. Prehospital care did not sur
face as a national concern until the 1960s. 
Prior to that, the victim of a medical emer
gency did not receive much medical assis
tance, other than transportation to the hospi
tal. Often staffed with only a non-medically
trained driver, ambulance services at that time 

offered little in the way of lifesaving care. 
Hospitals also were not set up to treat life
threatening emergencies. Emergency rooms 
did not have trained medical staff or equip
ment available on a round-the-dock basis to 
treat serious illnesses or injuries. Many EMS 
systems across the United States were started 
primarily as all-volunteer departments and, 
although there has been a transition to a 
mixed, or combination, volunteer and paid 
department in some areas and some takeover 
by commercial service and/ or hospitals, there 
is still currently a large volunteer presence in 
emergency services. The majority of the lead
ership structure at these organizations is split 
between administrative and operation posi
tions-with organizations traditionally elect
ing their leadership by popular vote. For the 
most part, these volunteer leaders move up 
the pipeline to positions of authority and 
responsibility with little to no structured 
training in management. 

Approximately 60% of the more than 
750,000 emergency medical providers in 
the United States are volunteers. Unlike disci
plines that only use volunteers to support the 
career workforce, volunteer EMS and fire 
providers have exactly the same training and 
responsibilities as their career counterparts. 
Many communities are served exclusively 
by volunteer EMS agencies and fire depart
ments. But in spite of this large volunteer 
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presence in emergency services, urban, subur
ban and rural departments are experiencing a 
volunteer drain. A study in 2001 by the jour
nal of Emergency Medical Services indicated 
that of the nation's largest 200 cities, only 
two ( or 1 % ) had EMS service provided by 
volunteers (Cady, 2001). Other examples 
include the states of New Jersey and Pennsyl
vania: both states, with traditionally strong 
volunteer emergency medical service agencies, 
have indicated that their volunteer numbers 
have dropped precipitously. There is no rea
son to believe that this trend is improving, 
only worsening. 

PRIMARY CHALLENGES FOR THE 
EMERGENCY SERVICES ENVIRONMENT 

The challenges facing the emergency ser
vices volunteer are myriad. Some representa
tive areas are as follows: 

Education/training: The public and medical 
communities have continually increasing 
expectations of emergency services providers, 
and the training hours and expectations for 
all levels have increased exponentially. Both 
fire and EMS volunteers must contend with 
multi-hour initial and continuing education 
mandates. These include, but are not limited 
to, initial Emergency Medical Technician 
(EMT) and firefighter classes, hazardous 
material training, Occupational Safety and 
Health Administration (OSHA) compliance 
training, Health Information Portability and 
Accessibility Act (HIP M) awareness and oth
ers. For perspective, an average initial Emer
gency Medical Technician course is in the 
area of 120 hours and, for initial firefighter 
training, could number over 250 hours. 
Additionally, most states have staffing and/or 
performance requirements for volunteer ser
vices. These, combined with society's inclina
tion to institute litigation, have led to 
increased efforts in training, continuing 
education, and overall quality assurance. 

Recruitment and retention of volunteers: 
This is possibly the largest challenge facing 
emergency services in the United States. 
Recruiting new, competent volunteers to the 
emergency services as well as retaining current 
volunteers are tremendous challenges. The 
various competitions for a volunteer's time, 
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the changing job market and the high 
turnover rate for volunteers are just the "tip 
of the iceberg" in explaining this essential 
issue. 

Funding: Funds that were once available to 
both volunteer fire and EMS departments on 
national and state levels have dried up. Most 
volunteer emergency services agencies rely 
heavily on community based fund-raising, 
and not only have fund-raising techniques as 
a whole become more sophisticated, addition
ally, the competition for donations has also 
increased. These facts, in concert with the 
fact that most volunteer agencies are reticent 
to bill patients and their insurance companies 
for services rendered, make for a dismal 
financial outlook. 

Lack of structured management training for 
all levels of volunteer supervisors: Although it is 
an often overlooked factor, many supervisors 
of volunteer emergency services providers do 
not take any structured classes that address the 
uniquenesses of the emergency services volun
teer, and therefore do not have strong manage
ment skill sets. Leading and managing a vol
unteer organization requires unique skills and 
"leadership" classes should include, at a mini
mum, the reason why volunteers volunteer, 
the emergency environment and its effects on 
the volunteer, the need for empowerment of 
personnel, and other applicable facets. 

TRENDS IN VOLUNTEERISM AND 
IMPACT ON ER VOLUNTEER 
INVOLVEMENT 

Gone are the days when the traditional 
daytime volunteer swelled the ranks of the 
majority of nonprofit organizations. Dwin
dling too are the long tenure and commit
ment to ongoing assignments and volunteer 
positions on which many organizations built, 
and continue to build, their day-to-day oper
ational and program structures. Mary Merrill, 
of Merrill Associates, states that 

... the majority of toda.y's volunteers are 
working people looking for short-term, 
project, or episodic based volunteer 
opportunities. Students are also looking 
for the short-term assign.ments that fit 
comfortably with school schedules and 



requirements. Because we are more edu
cated as a society, we have better edu
cated volunteers who have been in the 
workplace and have higher expectations 
about how the work is organized, man
aged, and scheduled (Merrill, 2004). 

Merrill also offers the following observa
tions about the shift in approaches to volun
teerism in the United States: 

Past 

Volunteers were asked to do work that was 
identified by the organization 

Volunteer work was based on organizational 
needs 

There was clear distinction between work done 
by paid professionals and work done by 
volunteers 

Volunteer programs have been built around 
structure, form and systems to manage 
volunteers 

Volunteers were expected to be 
altruistic 

Volunteers were expected to respond to the 
mission and cause of the organization 

Present 

Volunteers self identify the work they are inter
ested in doing 

Volunteer work must address personal needs 
and personal growth 

Volunteers are asking and are being asked to 
do the same work that paid professionals 
do or have done 

Today's volunteers are entrepreneurial and 
creative, and want freedom from systems 
and structures 

Volunteers are more open about their 
self interests 

Many volunteers respond to the perks, prestige 
and opportunities for personal growth 
(Merrill, 2004) 

Along with an ever increasing cost of liv
ing, additional trends include changing com
munity demographics: situations where both 
parents in a given family are having to be 
breadwinners, and persons are no longer 
residing in the towns/municipalities where 
they work. The collective impact of these 
trends and patterns are resulting in a "slow 
death" of volunteerism in the EMS/Fire set
ting. EMS agencies are being taken over by 
commercial ambulance services or local hos
pitals and other not for profits that historical
ly had been staffed by all-volunteers. The lat-

ter are now finding themselves in the position 
of hiring paid personnel to cover daytime and 
weekend shifts. In departments that serve 
rural communities, response times lengthen 
as a result of the inability to quickly pull 
together a response team. 

Although there has been limited success 
with innovative programs such as the estab
lishment of first aid, Emergency Medical 
Technician and even firefighter training as 
part of a high school curriculum, these suc
cesses are minute when compared with the 
rate at which volunteers are leaving the emer
gency services. 

CONCLUSION/IMPLICATIONS FOR 
THE PROFESSION OF VOLUNTEER 
ADMINISTRATION 

Just as volunteerism in the United States is 
changing, so is volunteerism in the emer
gency services. Recent emphasis from vision
aries in the emergency services field tends 
more toward helping departments understand 
and navigate change, reevaluating current 
recruitment and retention methods, and pro
viding leadership and program management 
skill-building opportunities and training in 
an effort to help the EMS/Fire volunteer 
organization remain relevant to the commu
nities they serve. Some departments have also 
expanded the role volunteers can play, engag
ing them in administrative oversight and sup
port work, thus freeing up first responders to 
focus on their line-of-duty responsibilities. 
While it may be too early to assess the impact 
of these developments, it is dear that 
EMS/Fire is reading the signs of the times 
carefully, and implementing appropriate 
strategies. 

For the field of volunteer administration 
and program management, there are signifi
cant opportunities to learn from the current 
emergency services climate, and to collaborate 
with professionals in a sector of nonprofits 
not often included in current electronic dis
cussion groups or volunteer administration 
professional networks. (When was the last 
time you attended your network meeting and 
sat next to a program manager of volunteers 
who served in an EMS/Fire department or 
unit?) Much of the research that feeds the 
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changes we make does not include data about 
volunteer EMS or firefighters, whose work 
and work environment differ greatly than 
other nonprofit organizations. What do the 
elements of risk management, recruitment 
and retention, recognition, and record keep
ing look like for EMS/Fire? Are program 
managers of volunteers needed? Should 
department chiefs and other leadership be 
trained in volunteer program basics? The 
questions, as well as the potential, are endless. 
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Community Volunteers: The Front Line of Disaster 
Response 

M.A. Brennan and Rosemary V. Barnett 
The University of Florida, Gainesville 

Courtney G. Flint, University of Illinois at Urbana-Champaign 

INTRODUCTION 
The dramatic and tragic events of Hurri

cane Katrina have highlighted the need for 
coordinated community-based volunteer 
efforts to prepare for, and respond to, natural 
and other disasters. National attention was 
drawn to the potential for wide scale destruc
tion during the 2004 Atlantic hurricane sea
son with devastating storms resulting in 27 
federal disaster declarations across 15 states. 
Florida was particularly hard hit in 2004 by 
one tropical storm and four hurricanes caus
ing continuous and cumulative damage. 
Unfortunately, these events were only a grim 
foreshadowing of the lost lives, devastated 
communities, disrupted economies, and 
demolished infrastructure that would come 
less than a year later to Louisiana, Mississippi, 
Alabama, Texas, and western Florida during 
Hurricanes Dennis, Rita, and Katrina. 

The recent disasters in the Gulf States 
underscore the problems and shortcomings 
associated with coordinating outside logistics, 
and show a dear need for local volunteers to 
serve as the first line of response to such cata
strophes. This was most obvious in the first 
weeks after Hurricane Katrina, when volun
teers and active community residents were the 

rescuers, caretakers and, in many cases, the 
final comforting companions to the dying. 
They were the first, and often the only, line 
of response that would exist for weeks. High
lighting the importance of the local level, 
government officials immediately called on 
local citizens to volunteer their time, money, 
and sweat equity in addressing this massive 
and unprecedented natural disaster in Ameri
ca. Such calls took place long before signifi
cant government resources were committed. 
Most vividly portrayed in New Orleans, such 
local level action set a trend that continued in 
many places, particularly rural locales, for 
some time. 

Such disasters are likely to occur again. 
The routine threats from hurricanes, torna
dos, flooding, and other natural disasters to 
the southeastern United States and elsewhere 
are well documented and predicted. In partic
ular, given the trend of increased storm inten
sity, the likelihood of impending threat of 
severe hurricanes (Category 4 or 5) requires 
careful crisis and emergency planning Strate
gies. When disasters do occur, citizen groups 
and coordinated efforts of local volunteers 
can respond to lessen the impacts and "build 
back better" (the theme from the 2005 
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Tsunami recovery effort). Local residents will 
be the first responders. However, the process 
of organizing local residents must take place 
before, during, and after such catastrophic 
events occur (Berke, Kartez, & Wenger, 
1993). This article identifies and suggests 
methods for linking local organizations, 
recruiting volunteers, and implementing 
coordinated action plans prior to, and after, 
the impact of natural disasters. 

IMPORTANCE AND ROLE OF COM
MUNITY IN DISASTER PREPARATION 
AND RECOVERY 

Communities have long been seen as help
less victims in much of the disaster and emer
gency management literature, where outside 
help has been seen as vital to returning condi
tions "back to normal" or to reducing social 
vulnerability (Berke et al., 1993; Flint & 
Luloff, 2005; Hewitt, 1998). In recent years, 
however, considerably more emphasis has 
been placed on the role of community in 
disaster recovery and the importance of local 
knowledge, action, participation, and control 
in determining the nature of disaster response 
(Anderson & Woodrow, 1989; Berke et al., 
1993; Enarson & Morrow, 1998; Federal 
Emergency Management Agency (FEMA), 
2000a, 2000b; Mitchell, 1996; Natural Haz
ards Research and Applications Information 
Center (NHRAIC), 2001; Schwab et al., 
1998; Stehr, 2001). Berke et al. (1993) 
looked beyond immediate disaster events: 
"The community can assume the role of 
active participant, rather than helpless victim. 
Local people can define goals, control 
resources, and direct redevelopment initiatives 
with long-term economic and social benefits" 
(p.93). 

The local community serves a variety of 
functions that directly contribute to social 
and economic well-being. It is logical that the 
community should be the first line of defense 
in preparing and responding in the event of 
disaster. Local residents and groups are in a 
position to best identify their immediate 
needs, coordinate preparations, supplement 
official response efforts, implement emer
gency response programs, and contribute to 
local decision making for future events. Simi-
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larly, local communities can provide a sense 
of connection, and decrease the isolation and 
abandonment chat is often felt among resi
dents in times of disaster. Such capacity to 
provide these community services does not 
always exist, but can be cultivated and should 
be encouraged and local communities 
empowered. 

Viewing community from an interactional 
perspective provides a particularly useful van
tage point when considering local level disas
ter response. From this perspective, the com
munity is a dynamic field of interaction 
rather than a rigid system (Brown & Swan
son, 2003; Luloff & Bridger, 2003). This 
process reflects the building of relationships 
among diverse groups of residents in pursuit 
of common community interests (Luloff & 
Bridger, 2003; Wilkinson, 1991). Through 
voluntary efforts, individuals interact with 
one another, and begin to mutually under
stand common needs (Brennan, 2005; Luloff 
& Swanson, 1995). From this interaction, 
voluntary efforts to improve the social, cul
tural, and psychological needs of local people 
can emerge. A central part of a community's 
interactional capacity is the ability to collec
tively construct meanings, respond to envi
ronmental and societal change, and attend to 
shared needs (Brennan, 2005; Flint & Luloff, 
2005). 

In all communities, a variety of groups 
exists with diverse skills and abilities com
bined with personal and professional experi
ences, which are essential to successful prepa
ration and response to disasters (Independent 
Sector, 2001). Included are resident groups 
with needed professional and trade skills for 
damage control and assessment (engineers, 
environmental scientists, architects, contrac
tors, and skilled laborers), disaster prepared
ness and response training (VFW, retired mil
itary/ national guard/police), medical, 
psychological and social service delivery expe
rience (health practitioners, counselors, reli
gious/ civic groups), as well as long time resi
dents who have witnessed previous responses 
to natural disasters. 

Effective community responses connect 
these diverse groups and develop action plans 
to meet common needs. The next section dis-



cusses opportunities created by the Commu
nity Emergency Response Team Program to 
coordinate preparedness and response activi
ties at the local level. Successfully linking 
local organizations, citizens, and leaders 
provides a strong network and a method for 
local citizens and groups to become actively 
involved in local preparedness and response 
efforts. To be most effective, this process of 
capacity building must take place before dis
asters occur, and continue during and after 
such catastrophic events. 

APPLICATIONS AND SUGGESTIONS 
FOR MOBILIZING COMMUNITIES 
AND VOLUNTEERS 

Disaster preparedness and response is often 
hampered by the coordination of conflicting 
interests and differing pressures (Stehr, 2001). 
One way to mobilize local participation and 
readiness, while maintaining coordination 
among multiple jurisdictions and interests, is 
to establish Community Emergency Response 
Teams or CERTs. The CERT program, 
administered by the Federal Emergency Man
agement Agency (FEMA), is a direct attempt 
to put into practice what disaster researchers 
and practitioners have acknowledged for 
some time-that a trained team of local volun
teers can help provide effective disaster pre
paredness and disaster recovery. The CERT 
Web site (Community Emergency Response 
Teams (CERT), 2005) affirms this mission: 
"Naturals for the training are neighborhood 
watch, community organizations, communi
ties of faith, school staff, workplace employ
ees, scouting organizations and other groups 
that come together regularly for a common 
purpose. CERT skills are useful in disaster 
and everyday life events." 

CERT training includes disaster prepared
ness, disaster fire suppression, basic medical 
operations, and light search and rescue opera
tions. Resulting groups are linked into the 
network of emergency management. As of 
August 2005, there were 1,966 community or 
county level CERTs across the United States 
(CERT, 2005). Unfortunately, funding for 
Citizen Corps, the umbrella organization that 
administers CERT, was cut from $40 million 
in 2004 to $15 million in 2005 ( Grant, 

2005). This is a worrying shift in light of the 
current disaster recovery situation and wide
spread acknowledgement of the need for 
greater local level participation in disaster sit
uations. Nonetheless, the CERT program is a 
model framework for mobilizing local volun
teers as the front line of disaster response. 

Similarly, more general grassroots mobiliza
tions can plan for, respond to, and rebuild in 
the aftermath of disaster. Included would be 
active efforts to bring together diverse local 
groups, the formation of local groups for 
planning, establishment of formal long-term 
visioning and goal setting for disaster prepara
tion and recovery, and recruitment of experi
enced local citizens to take direct action. Sim
ilarly, the establishment of alliances between 
local groups could set the stage for a more 
effective sharing of resources and responsibili
ties during times of crisis. Such alliances can 
include the identification of organizations or 
individuals to serve as liaisons between local 
grassroots efforts and more formal structures 
(state and federal response organizations, mil
itary and national guard, emergence response 
agencies). 

To maximize their impact, local groups or 
citizen coalitions should identify their possi
ble contributions and assess their unique 
resources. In this setting, asset mapping can 
be a valuable tool, which allows the diverse 
skills, resources, and expertise of organization 
members to be identified and most effectively 
utilized (Green & Haines, 2002). Asset map
ping is a useful way to prepare for impending 
disasters and to facilitate effective post
disaster development based on the unique 
character and niches of the locality. Such 
preparation and responses can also be further 
enhanced by incorporating local culture into 
development efforts (Brennan, Flint, et al., 
2005). The unique culture of a location can 
provide opportunities for alternative develop
ment and response strategies. 

CONCLUSION 
Local volunteers and community level 

action are essential to effective natural disaster 
preparation and response. They are particu
larly important in that these citizens are, in 
many cases, the first responders and have the 
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greatest chance to save lives and provide sup
port in the hours and days immediately after 
disaster occurrences. Certainly, an effective 
community response would have diminished 
some, no matter how small, of the suffering 
and loss that occurred during and after the 
recent hurricanes. From the bowels of the 
Louisiana Superdome to the ravaged rural 
areas of Gulfport, Mississippi, some better
ment could have been achieved if communi
cation and logistical planning had effectively 
maintained crisis support. 

An organized community and volunteer 
response could have helped in a number of 
ways before, during, and immediately after 
the recent disasters. They may have been able 
to 
• coordinate a more successful evacuation 

and transportation effort, where instead 
thousands were unable or chose not to 
evacuate; 

• provide some structure and order in places 
like the Superdome and New Orleans 
Convention Center, where instead chaos 
reigned; 

• aid in organizing resources for distribution 
before and after the hurricane, where 
instead basic needs were left unmet for 
days; and 

• decrease some of the isolation and sense of 
abandonment that quickly engulfed vic
tims in the affected areas. 

Community and volunteer coordinators 
have an obligation to help facilitate commu
nity organization and preparation to aid 
fellow citizens in times of such great need. 
The only thing that is certain in these times 
is that local residents will be the first capable 
of responding. In these disaster settings, local 
volunteers and community organizations are 
presented with an unprecedented opportunity 
to make a measurable impact on the human 
condition. The quality and extent of this 
response may hold the key to minimizing 
disaster effects, maintaining order, increasing 
hope, and maximizing recovery efforts. 

It is time to bring local groups together in 
a concerted and coordinated effort to prevent 
future incidents of crisis-related chaos. In the 
end, facilitating local involvement in disaster 
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preparedness and response is about far more 
than the provision of basic and logistical 
needs. It ensures that local voices are heard, 
local struggles are recognized, and the dignity 
of local people is respected. With this capaci
ty established, local citizens can respond and 
recover in a manner that improves local life. 
The response and rebuilding process will 
belong to the front line of disaster respon
ders-community volunteers-who will rein
vest in their communities. 
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The Pages of Katrina: A Memoir 
Nancy Macduff, Walla Walla, Washington 

Page: Somebody who is employed to run errands, carry messages, 
act as a guide, and perform other duties 

Encarta® World English Dictionary © 1999 

A manager of volunteers e-mailed me and 
said, "Who is doing something to help the 
managers of volunteers in Louisiana who are 
swamped with well-meaning people? And 
couldn't Volunteer Today do something about 
it?" A professional manager watched the 
hideous television images from the Gulf 
Coast region as Hurricane Katrina ripped her 
way across the land. As an experienced man
ager of volunteers, he was concerned about 
the demands that would be placed on his col
leagues in the impacted area. 

Michael Stills, a former writer for the 
online newsletter, Volunteer Today, and cur
rently a manager of volunteers in Colorado, 
thought a Web-based communication tool for 
managers of volunteer programs, such as Vol
unteer Today, could be used to help from afar. 
Volunteer Today is a free, Web-based monthly 
newsletter with some of the most experienced 
people in the field of volunteerism on the 
writing staff. Access is easy, and the newsletter 
is known in the volunteerism community. 

As publisher and editor, my first contact 
was to our overworked Webmaster, Lori 
Corbett, who has a "regular" job and does 
the Web site because she loves it! She quickly 
redesigned our normally stately home page 
and made it a location to put up menus so 
people could quickly connect to services that 
we hoped to provide related to the Katrina 
disaster. 

I sent an e-mail to 25 individuals with 
the questions: "Do you want to help in this 
endeavor? And what should we do?" I was 
asking people who ranged from some of the 
world's most experienced trainers and consul
tants in volunteerism to a friend who works 
in Seattle and could not get the Red Cross to 

send her to Louisiana. And almost everyone 
had spent time as a manager of volunteers or 
was currently in that position. 

Within minutes I received e-mails with 
attached documents, articles on spontaneous 
volunteers and how to cope, first person 
accounts, link after link to Internet sites pro
viding information on housing, gasoline, vol
unteer opportunities, and needs from local 
organizations. And the ideas flew furiously. 

The information that came from the writ
ers on the impact of secondary trauma caused 
everyone engaged in creating the Katrina 
pages (as we came to call them) to think 
about the impact on managers of volunteers 
in the devastated area. These were people 
working to coordinate the efforts of volun
teers while their own homes were likely 
blown away. Could we provide an opportuni
ty for them to "vent" without the whole 
world watching? Two team members, Michael 
Stills and Jennifer Lopeman worked to set up 
a monitored (I say policed) electronic mailing 
list where people could write of their experi
ences and know that only other managers of 
volunteers were reading their posts. VTRelief 
is still in existence and we continue to publi
cize its availability to people who need to talk 
about their experiences. The site is for the 
health of managers of volunteers impacted in 
this crisis and for the edification of all who 
manage volunteers. No one knows when or if 
a crisis will be in their own backyard. 

Scott Merrill, the writer for the Tech Tips 
page, was quick to report on Web sites of 
interest to our readers. And then Jayne 
Cravens, from Germany, cranked up her 
computer, and provided our two tech folks 
with some wonderful links that were directly 
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useable by our readers. A first person account 
from a volunteer firefighter from Ohio is one 
of my favorite links. And the world seemed 
smaller and not so ominous because Germany 
was working with Ohio to help someone in 
Washington help people in Mississippi! 

Within a few days we were getting e-mails 
asking about opportunities to volunteer from 
managers of volunteers. Georgean Johnson 
Coffey named it Respite Corps. Experienced 
managers of volunteers would volunteer to 
work for organizations in the stricken area for 
a week or more, giving overworked staff a 
break. Georgean worked with Judy Morrow 
( one in California the other in Indiana) on 
the mechanics of getting listings of volunteers 
and names of organizations wishing for a sub
stitute for their manager of volunteers. Volun
teer Match donated a recruitment spot on 
their Web site (thanks to Greg Baldwin), and 
within two days there were 25 names of indi
viduals raring to go in to the disaster area. 
Names of organizations were harder to come 
by ... we suspected they were busy. FEMA 
and United Way called and promised to get 
the word out; the woman at FEMA said it 
would be a wonderful service if the people 
managing the volunteers had substitutes avail
able. The volunteer coordination effort, she 
said, was taking its toll on paid staff and vol
unteers. 

In addition to U.S.- and Canadian-based 
volunteers, there were people from Europe 
and Asia who found the site and wanted to 
volunteer to substitute for a manager of vol
unteers. 

And all the while this flurry of activities 
was marching forward, people like Linda 
Graff, Mary Merrill, Jeanne Bradner, Connie 
Pirtle, Bonnie Holiday, and Anna Allevato 
were sending along articles on various aspects 
of the disaster, with tools for people wanting 
to help or needing help. The single Katrina 
Web page of the early days following the 
hurricane had grown into multiple pages and 
locations. There were practical tips and infor
mation, a place to share experiences and ask 
for help, the chance to get a replacement, and 
links to places for inspiration. The Pages of 
Katrina, as I came to think of those working 
on the Katrina Web site, were running 

errands, carrying messages, acting as guides, 
and doing whatever was required to provide 
help to those doing the heavy lifting in the 
face of monumental disaster. 

The thought occurred to me that effective 
managers of volunteers are often pages: run
ning errands, carrying messages, acting as 
guides, and carrying out whatever duties are 
needed. Could management of volunteers be 
so simple in concept? And so complex in its 
execution. And why did it take a hurricane to 
provide the opportunity to think about this? 
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Bringing Hope and Healing to the Gulf Coast 
Linda Rogers, Portland, Oregon 

The blistering sun beat down on the heads 
of doctors and nurses from Northwest Med
ical Teams serving the sick evacuees at the 
convention center in New Orleans. The team 
arrived on Friday, September 2 to find piles 
of reeking garbage, lines of sick people wait
ing to be evacuated to shelters, and no shelter 
for themselves. The team went to work clean
ing off a parking lot, setting up triage, orga
nizing the area for patient treatment, and 
began treating patients. 

Another group of ten paramedics from 
Oregon served in New Orleans providing 
vaccinations, and provided urban search and 
rescue assistance until they were evacuated in 
preparation for Hurricane Rita. In the after
math of Hurricane Rita, the team fought 
fires, delivered babies, and helped save victims 
of a collapsed building. 

Our medical and EMS teams had to wait 
an agonizing five days to depart for the Gulf 
Coast because of license problems. State 
licensing issues made it difficult for doctors 
from other states, who volunteer domestically 
for N GOs responding to domestic disasters. 
Doctors not licensed to practice medicine in 
Louisiana had to wait for special waivers from 
the Governor in order to treat patients in the 
disaster area. Once we clawed through the red 
tape, Northwest Medical Teams sent thirteen 
volunteer teams consisting of 62 volunteers, 
along with shipments of medical supplies, 
medicines, blankets, and hygiene items valued 
at over $800,000. 

Northwest Medical Teams also converted 
one of our mobile dental vans, which normal
ly provides dental care to patients in the 
Northwest, into a mobile health care van. 
We filled the van with 8,000 pounds of 
medicines and equipment, and drove it to 
Louisiana. The van has been there for over a 
month, traveling from shelter to shelter, pro
viding medical care and immunizing evacuees 
in the shelters. 

In the months to come, Northwest Med
ical Teams will send trauma counselors, med
ical teams, EMS workers, and construction 
teams. We will also provide gift-in-kind sup
port and financial assistance to private shel
ters and churches that are responding to the 
need. We will also advocate with the Federal 
Government and FEMA to provide special 
humanitarian/good Samaritan licenses to 
physicians from out of state who are respond
ing through NGOs to disasters within the 
United States. Currently, we can respond 
more quickly to international crises than to 
domestic disasters because of this issue. 

With the enormity of this year's disasters 
including war-torn Sudan, the tsunami, and 
Hurricanes Katrina and Rita, we have had to 
ask hard questions regarding our staff and 
volunteers. How do we prevent staff and vol
unteers from becoming casualties of the disas
ters they are responding to? How do we pre
vent staff and volunteer burnout? For 
returning disaster and development medical 
teams, Northwest Medical Teams does pro
vide confidential critical incident trauma 
counseling, and we are also looking at evalua
tion tools to help us expand our disaster 
response roster, but what other strategies 
should we institute to help us during disas
ters? 

One of the areas of critical need is our 
warehouse workers who pack the medical 
supplies and equipment that we send. During 
times of disaster, we must move medical sup
plies and equipment quickly and efficiently 
through the sorting and packing process in 
order to get the supplies to the disaster area. 
In response to these questions, we have begun 
to develop a leadership network that allows us 
to place volunteer leaders in key positions to 
help Northwest Medical Teams mobilize dur
ing times of disaster. The network structure 
provides a team leader who is a longtime 
experienced volunteer, often a medical profes-

Linda Rogers is the Manager of Volunteer Services at Northwest Medical Teams, an international humanitarian aid orga~ization. 
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sional who can help train and mentor new 
volunteers. The team leader will choose 
mentor volunteers who will work with new, 
untrained volunteers to help equip them for 
the job they are assigned. 

By creating a leadership/mentoring 
program within the organization, staff are 
relieved of training and mentoring responsi
bilities, the volunteers are empowered and 
motivated, and the new volunteers are cared 
for and trained. This system also enables us to 
mobilize quickly to pack medical bags for dis
aster responders, prepare medical supplies and 
equipment for shipment, and provide support 
for departing teams. 

The number of disasters this year has alert
ed Northwest Medical Teams to the need to 
evaluate our own disaster preparedness in 
terms of staffing, volunteer availability, and 
time of response. By caring for and empower
ing volunteers to mobilize in an organized 
way, Northwest Medical Teams is more able 
to fulfill its motto of changi,ng a life for good 
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Comfort Amongst the Chaos 
Kristin A. Buckley, Washington, DC 

The phone calls and e-mails began several 
days prior to the landfall of Hurricane Katri
na. National voluntary organizations con
tacted their local affiliates in the storm's pro
jected path in order to exchange emergency 
contact information and to offer available 
assistance. Electronic versions of disaster 
manuals and training templates were e-mailed 
in an effort to place resource materials at the 
fingertips of those who would need it most in 
the days and weeks to follow. Yet, as the 
images of New Orleans, Louisiana, Gulfport, 
Mississippi, and Mobile, Alabama began 
streaming into homes across the nation, it 
became evident that despite these efforts no 
amount of planning or preparation, no train
ing template or manual could have prepared 
our colleagues for the devastation caused by 
Katrina. 

While news reports and headlines focused 
on the chaos in the impacted areas and which 
elected official was responsible for its occur
rence, there existed some semblance of order 
amongst the less visible, behind-the-scenes 
crews. Immediately following Katrina's land
fall, representatives from federal and state 
emergency management and voluntary orga
nizations met twice daily to discuss situation 
reports and response efforts via conference 
calls convened by National Voluntary Organi
zations Active in Disaster (NVOAD). During 
these calls information was both sought and 
shared on a variety of topics including emer
gency funds, location of disaster recovery shel
ters, available housing, animal rescue, and 
where to send water and ice. Initial needs were 
assessed and addressed by and for each other 
through collaborative efforts, bringing some 
comfort to an otherwise chaotic situation. 

Unfortunately, comfort dissipated quickly 
as we learned of the incredible needs that 
were surfacing in communities along the Gulf 
coast and in the surrounding states. Due to 

deep infrastructure issues, including loss of 
power and overloaded cell phone systems, 
communication with several of our local affil
iate Volunteer Centers was difficult at best. 
Relying primarily on e-mail, we shared rele
vant information from NVOAD calls and 
asked them to identify their needs so that we 
could seek and obtain resources on their 
behalf. Still in response mode, the Volunteer 
Centers with whom we could communicate 
were unable to forecast what they would need 
to help sustain their efforts in the future, and 
could concentrate only on what the local 
shelters and evacuees needed to survive the 
night ahead. 

As the initial response moved into the 
recovery phase, previously identified local 
needs seemed to multiply exponentially and 
additional needs began to emerge. Volunteer 
Centers were tasked with staffing call centers 
to help manage the incredible volume of 
requests from the state volunteers and dona
tions hotlines, and asked by state commis
sions and governors' offices to establish Vol
unteer Reception Centers in the most severely 
impacted communities. Inundated with the 
flood of unaffiliated volunteers, local Red 
Cross chapters and other voluntary agencies 
urgently solicited Volunteer Center help in 
screening and managing the unprecedented 
number of volunteers and offers of donations. 
These tasks were requested in addition to 
responsibilities the Volunteer Centers already 
had connecting volunteers with local non
profits and helping to meet the needs of the 
displaced evacuees. Working more than 12 
hours per day, every day, and enduring per
sonal as well as professional recovery from 
Katrina's impact, the understaffed Volunteer 
Centers were completely overwhelmed. 

Help came in the form of a generous 
donation by The Walt Disney Company, 
which enabled Points of Light Foundation 

Kristin A. Buckley started at the Points of Light Foundation in 2001 with a background in volunteering and program manage
ment, and with a BA in Internacional Relations from Colgate University. She currently works as Manager, Disaster and Interna
tional Initiatives, and represents the Foundation on the National VOAD Volunteer Management Committee. 
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member Volunteer Centers to obtain funding 
to assist in recovery efforts and supported 
travel expenses for experienced Volunteer 
Center personnel to share their knowledge, 
skills, and time to help their colleagues. 
Requests for funding assistance poured in 
from Volunteer Centers in Louisiana, Missis
sippi, and Alabama, as well as from the adja
cent impacted states of Texas, Tennessee, 
Arkansas and Florida, which were experienc
ing challenges in meeting the needs of large 
evacuee and shelter populations. Funds were 
used by the Volunteer Centers for the conti
nuity of operations and to defray costs 
incurred by additional staffing, increased util
ity bills, technology needs, and astronomical 
cell phone bills. 

Assistance for continuing Volunteer Center 
operations was greatly needed and genuinely 
appreciated, but it was the coordination and 
support for Volunteer Center personnel travel 
that enabled the Points of Light Foundation 
and Volunteer Center National Network to 
have a lasting impact on the communities 
affected, and on the network overall. One 
month into recovery efforts, more than 80 
Volunteer Center staff members from 30 
states including Hawaii, Nebraska, California, 
Rhode Island, and Wisconsin were given vol
unteer assignments in Volunteer Centers 
throughout the impacted region. At times, 
staff members from several different states 
worked side by side on different issues in a 
single organization. 

Several Volunteer Centers who requested 
the assistance of their colleagues were in des
perate need of guidance from those who were 
trained in disaster volunteer management and 
Volunteer Reception Center operations, and 
from those who had experience in managing 
call centers and information and referral sys
tems. Others were in need of experienced 
managers of volunteers to establish systems 
and procedures to ensure effective, efficient 
Volunteer Center response in an otherwise 
frenzied atmosphere. All requests were met by 
Volunteer Center staff generously relinquish
ing their vacation days to give of themselves, 
or by offering their staff on loan for a speci
fied period of time. 

Although these experienced staff members 

were only on temporary assignment, their 
presence had a lasting impact on the Volun
teer Centers where they were placed. Having 
these skilled managers of volunteers to direct 
daily activities enabled Volunteer Center staff 
members to join in pertinent recovery meet
ings and reconnect with their state VOADs 
and Commissions on Community Service, 
and with key partner organizations. An out
sider's perspective proved useful in some 
instances as well. Staff members from Califor
nia were integral in identifying a community 
need for counseling in Alabama and fostered 
a relationship between the Volunteer Center 
and the local Mental Health Center, who 
have since partnered on new initiatives. 
Resulting from past training and experience, 
these staff members also had the foresight to 
put systems and procedures in place, and to 
train volunteers so that a seamless transition 
and continuity of operations would occur 
upon their departure. 

At the end of their assignments, the 
deployed Volunteer Center staff members 
informed us of the incredible experiences they 
had working with their colleagues from across 
the nation, and observing how a Volunteer 
Center can make a difference in a community 
severely impacted by disaster. Many spoke 
of the tremendous professional and personal 
development this opportunity provided them, 
indicating that it has helped them to think 
more proactively about how to prepare their 
community to respond and recover from a 
disaster situation. Volunteer Centers who 
received these experienced volunteers com
municated their gratitude using words such 
as "amazing," "lifesaver," and "angel" when 
describing them, and expressed their renewed 
belief in the power of a national network on 
which they could rely for support in good 
times and in bad. 

Throughout the Hurricane Katrina 
response and recovery efforts, it became evi
dent that in times of disaster, there exists a 
veritable need for people who are experienced 
in managing volunteers and who have the 
knowledge and skills necessary to help volun
tary organizations successfully navigate their 
way through the inevitable chaos they will 
face as a result of the influx of volunteers. If 
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you have these skills, and would like to be of 
assistance in the future, be sure to affiliate 
with a voluntary organization involved in dis
aster efforts within your community. Contact 
your local Volunteer Center by calling 1-800-
Volunteer, or by visiting www. l 800volun
teer.org to register with them for future 
opportunities where your knowledge and 
experience will be an asset to their efforts. 

The Points of Light Foundation and Vol
unteer Center National Network was fortu
nate to receive funding to support the Volun
teer Center work in Hurricane Katrina, but 
our efforts would not have been as successful 
without the guiding principles of NVOAD. 
Planning and preparation are important com
ponents to ensure that your community is 
ready for a disaster, but collaboration, cooper
ation, communication, and coordination are 
ultimately what help your community to 

effectively respond and recover from a disas
ter. Both within the national network, and in 
the communities they serve, these key princi
ples were what helped Volunteer Centers 
achieve success and offered them comfort 
in an otherwise chaotic environment. 
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In the Aftermath of Katrina and Rita 
Virginia Hearn Whiting, Fredericksburg, Virginia 

When I first saw the Gulf of Mexico I fell 
in love. The waters were clear and warm. We 
could venture out a long distance and still see 
the bottom. This was quite different from the 
blackness of the Potomac River in Virginia 
where I had grown up. The Gulf waters by 
comparison could crash to shore stinging our 
legs with propelled sand, or they could lap 
gently at our feet, teasing us to walk in deep
er. On stormy days it was as if a giant had 
walked into the midst of the water and was 
stomping his feet, hurling huge, foamy white
caps into shore. It was beautiful, if a little 
frightening then. Still, the hour-or-so drive 
from Mobile, Alabama, to experience this 
pleasure at Gulf Shores or on Dauphin Island 
was exhilarating and we went often. 

In the mid- l 900s neither place was over
commercialized, and we could climb the sand 
dunes, and walk for what seemed like miles 
along the white sandy beach, watching the 
surf come in and occasionally dipping a toe 
into it. Summer houses were built along some 
stretches, many of them rentals, and they 
were usually full during the long spring and 
summer months in Alabama. 

While I lived for over 30 years in Mobile, 
we prepared many times for hurricane force 
winds. Only once did we have a storm force
ful enough to yank up oak trees by their 
roots, snap off tall pines midway like tooth
picks, and flood parts of the city with heavy 
rains. Yet we always prepared for the worst. 
Before the storm, the grocery stores were 
crammed full of people shopping for canned 
goods, batteries, and other necessities. Win
dows were boarded up and everything outside 
that could become a dangerous flying object 
was put in the garage or shed for safe storage. 

Though we lived a few miles inland from 
Mobile Bay, on which the city is perched, 
during one storm there were rowboats passing 

by our front door. The rains were horren
dous, and the sewage system could not han
dle the onslaught of the increased surging 
water. That year, too, the storm hit the Mis
sissippi and Louisiana coasts, but the "side" 
winds and the rain still caused significant 
damage in Mobile. Many people who experi
enced the brunt of the storm in those neigh
boring states inundated our area in search of 
food, medical care, and a place to live tem
porarily. We in Mobile felt blessed that we 
had been spared again! 

Mobile, however, was not safe for long. 
She experienced the full force of a hurricane 
in the late '?Os. I had left the city the year 
before and watched with much dismay the 
televised pictures of the destruction caused at 
that time. The city was cut off from the out
side world for several days, and trying to con
nect with family members was nearly impos
sible. It was a terrifying experience to feel that 
family and loved ones could have been 
injured, and that we were unable to reach 
them or get information on their condition. 

So, as I watched the television coverage of 
Hurricanes Katrina, and later Rita, I was 
filled with sympathy, and empathized with 
those who had to cope with the fickle nature 
of the hurricane's wrath. The levee failures 
and the resultant flooding, which damaged or 
destroyed homes, and cost so many lives, has 
been a powerful reminder of the havoc moth
er nature can wreak. The rising waters, filled 
with debris, waste, and disease-bearing organ
isms, threatened to become an even greater 
hazard. The area may be looking at disease 
of an epidemic proportion caused by these 
organisms in the slimy, thick floodwaters that 
have covered parts of the city of New Orleans 
and have also ruined homes in many other 
communities along the path of the storms. 
The mold, which is a byproduct of the stand-
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ing water in homes and businesses, could also 
cause medical problems. 

The story of the destruction in New 
Orleans, Biloxi, Gulfport, and other smaller 
towns in the area has burrowed into our 
hearts, minds and penetrated our very bones. 
We are totally immersed in it through media 
coverage, even weeks after Katrina and Rita 
made their devastating landfalls. And we 
remain ever vigilant-watching, reading, 
listening-for any signs of change, and 
yearning to assist where we can. 

The spirit of giving and helping is upper
most in the hearts and minds of volunteers, 
and they answer the call quickly. Virginia was 
one of the first states to send help to the 
beleaguered area. Ambulance and emergency 
groups have gone before to help those in need 
from other hurricanes, floods or natural disas
ters. Their stays were extended when the sec
ond hurricane hit the Texas/Louisiana line. 
Those of us at home were asked to help the 
Red Cross, Salvation Army, and numerous 
other organizations and churches in the area. 
The media circulated the names of legitimate 
places to donate to, and people opened their 
hearts, and often their homes, to those need
ing help. Many from the Gulf coast evacuated 
to Virginia and Washington, DC, far from 
the area of destruction, so we felt a special 
connection to those evacuees. They became 
a part of us. Volunteers were asked to help in 
many ways. The result was overwhelming in 
scope. Food and clothes filled warehouses and 
other centers, and monetary donations 
exceeded expectations. When the very basic 
needs were met, counseling and case manage
ment were begun to help get all the services 
needed for these folks who had lost so much. 
Volunteers met the challenge. They have a 
special feeling for others, especially in these 
times of emergency. 

Families in the Baldwin County area of 
Alabama made hundreds of meals for victims 
and transported these meals to the Mississippi 
coast for distribution. And they did this sev
eral times, bringing much needed sustenance 
to those in shelters who were displaced by the 
storm. Several who are nurses have given 
freely of their time to help medically during 
this crisis. One registered nurse gave up her 
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vacation time to go to Biloxi and Gulfport to 
volunteer her nursing expertise. She was sore
ly needed. I applaud them. I also applaud the 
volunteers from the many locales, near and 
far, who have given their time and energies 
to alleviate the pain and shock that accompa
nied these vicious storms. There will be many 
instances of generosity and an outpouring of 
offers of assistance as we try to fathom the 
tremendous loss and the continuing needs 
of our fellow Americans. 

I still have a nostalgic feeling for the Gulf 
of Mexico, though I stand now in even 
greater awe as I see the power it exerts on 
those who inhabit her banks. And I remem
ber vividly how we prepared for every storm, 
often sitting up all night with friends hud
dling, watching, waiting. But, I never had to 
climb to the roof of my home and watch the 
ever rising waters inch toward me ... or cling 
to a basket lowered by a helicopter while the 
rushing waters lapped at my feet. . . . and I 
never had to make a decision about what 
would happen to a beloved pet. 

The volunteer community has responded 
with haste, with fervor, and with a true desire 
to help others. Virginia may be a distance 
from the site of the destruction, but we are 
dose enough to recognize human need and to 
give in all the ways we can. That's what a true 
volunteer is capable of doing best-giving. 



eogK 

A Review of Keeping Volunteers: A Guide to Retention 
by Steve McCurley & Rick Lynch 

Fat Cat Publications, 2005. 106 pages. 
www.energizeinc.com Electronic copy only. $10.00 

Reviewed by Sheri Seibold 

Many organizations that involve volunteers 
spend a great deal of time and resources on 
their recruitment. Keeping Volunteers focuses 
on retention-the art of keeping volunteers 
productively connected to the organization 
for which they serve. 

Chapter 1 discusses three main topics: (a) 
the reasons why volunteers discontinue vol
unteering, (b) the difficulty in effectively 
measuring retention, and (c) an overview of 
the authors' approach to retention. In the sec
ond chapter, McCurly and Lynch outline 
some basic rules of retention: retention does
n't happen in a vacuum, don't waste the vol
unteer's time, let volunteers do what they 
want, thank volunteers for their efforts, and 
don't automatically assume that you have lost 
a volunteer. 

"People who feel connected are those who 
experience a sense of belonging. Volunteers 
who feel a positive sense of connection with 
the staff and the other volunteers in an agency 
will tend to feel good about their experience 
and will want to continue to volunteer." The 
importance of feeling connected is highlighted 
in the chapter on "welcoming volunteers to 
the team." Seven factors are identified that 
disconnect volunteers and that work against 
the feeling of connection. Several strategies to 
help create a positive sense of connection 
within organizations are also shared. 

Chapter 4 examines the feeling of unique
ness. The authors stress that by placing vol
unteers in work that takes advantage of their 
strengths, the agency then can provide natural 
opportunities to appreciate each volunteer's 
uniqueness. Recognition and motivation are 
identified as important strategies when think
ing about feelings of connectedness and 
umqueness. 

The next chapter provides a link between 
the feeling of effectiveness and retention. 
When volunteers understand the mission of 
the agency, when their positions are designed 
for results, when volunteers feel they have the 
ability to make decisions, and when they are 
provided with feedback as to how their efforts 
have made a difference, they will achieve a 
sense of effectiveness. Therefore, they will 
want to continue to volunteer. 

Chapter 7 examines the processes that fos
ter volunteer retention. The authors challenge 
the readers to analyze their agencies' volunteer 
management processes from the initial 
approach of a prospective volunteer to the 
agency, through interviewing and placement, 
to the ongoing working relationship, and 
finally to the point when a volunteer leaves 
an agency and has moved on. 

Chapter 8 deals with retention along the 
volunteer life cycle. McCurly and Lynch 
share strategies for connecting with volunteers 
during the first month of service in their role, 
after the first six months, and at the end of 
the initial term or commitment. For volun
teers continuing on in their respective roles, 
the authors encourage managers of volunteers 
to assist volunteers in developing a growth 
plan as part of their evaluation process. In 
addition, for agencies with older adults as 
volunteers, they offer suggestions on how to 
counsel those who may, because of age or 
health, no longer be fit to continue in their 
volunteer role. 

The chapter on handling volunteer 
burnout will be of interest to many managers 
of volunteers. Signs and causes for burnout 
are identified and ways to assist a burned out 
volunteer are provided. 
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With the trend of episodic volunteering 
becoming more and more common, chapter 
10 looks at ways to accommodate short-term 
volunteers and to develop a system for 
encouraging further participation among 
those volunteers. The authors offer a method 
that utilizes current volunteers in an effort to 
"scout" out potential continuing volunteers 
from those helping at one-time events. 

Another important chapter in the book 
deals with releasing a volunteer from service. 
The authors answer the question "When has 
a volunteer been with an organization for too 
long?" Their answer is "When the needs of 
either the organization or the volunteer can-

not be met." They address this issue from sev
eral different perspectives. 

Finally, the book includes a lengthy list of 
references citing numerous research studies 
and examples from existing programs around 
the world that would provide practical, rele
vant information for Program Managers of 
Volunteers. 

Steve McCurly and Rick Lynch provide a 
very practical, relevant resource for program 
managers of volunteers. The authors share 
examples from programs around the world as 
they outline factors that are critical to volun
teer retention. Keeping Volunteers is a "keeper" 
for the bookcase of any manager of volunteers! 

Sheri Seibold is Extension Specialist, 4-H Youth Development, University of Illinois Extension, Champaign, Illinois. She has been 
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presented workshops at AVA, ICOVA, NAE4-HA, North Central Region 4-H Volunteer Forum, and at several National Exten
sion Volunteerism Conferences. 
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A Review of 
Execution: The Discip_line of Getting Things Done 

by Larry Bossidy and Ram Charan 
New York, Crown Business, 2002. Hardcover. 277 pages. 

ISBN 0-609-61057-0. $27.50 

Reviewed by John R. Throop 

The management of volunteers is a full
time job, even if the position is not full-time. 
Certainly there are basic tasks, such as task 
development, recruitment, training, evaluation 
and recognition. There are larger tasks, like 
marketing and public relations, financial man
agement, and conversations with program 
managers about volunteer needs. Prosperity or 
adversity in volunteer management is based 
on excellence in any and all of these areas. 

One essential responsibility in volunteer 
management, however, is strategic thinking, 
not only about the development of the volun
teer program and its basic role in organiza
tional effectiveness, but also about long-term 
planning to turn strategy into action. Volun
teer managers often do not engage in strategic 
planning in their area of responsibility. 

If the organization or unit of government 
for which the volunteer manager works actu
ally does strategic planning, volunteer man
agement may or may not be a part of the 
larger organizational strategic planning 
process. Or those in volunteer management 
may not be trained or temperamentally suited 
for long-range planning. They may be doers, 
not planners. So long-range planning in the 
volunteer program itself may not occur. 

There is one more problem, however, with 
strategic plans. In worst-case scenarios, the 
plans may be approved, and then put on the 
shelf to gather dust while the managers go 
back to business,. Many plans have defined 
goals with timelines and responsible parties, 
but the managers struggle with the actual 
implementation of these goals because imple
mentation can be general in scope. 

Few nonprofits and units of government 
actually work through how to execute the 
strategic plan and turn the strategies into 
clear and definable work plans. Nonprofit 
and governmental managers may take some 
small comfort in the fact that for-profit busi-

nesses struggle with the same organizational 
dynamics. One excellent resource to help 
managers confront planning breakdowns is 
Execution: The Discipline of Getting Things 
Done by Larry Bossidy and Ram Charan. 

Bossidy, chairman and former chief execu
tive officer at Honeywell International, a large 
technology and manufacturing firm based in 
the United States in Minneapolis, Minnesota, 
and Charan, an international business consul
tant and advisor, note that people blame exec
utives or managers for wrong strategy when 
businesses fail to deliver on promises or com
mitments. They insist that strategy is not the 
cause. "Strategies most often fail because they 
aren't executed well," they write. "Things that 
are supposed to happen don't happen. Either 
the organizations aren't capable of making 
them happen, or the leaders of the business 
misjudge the challenges their companies face 
in the business environment, or both." Non
profits and units of government can echo this 
claim. 

Bossidy and Charan say that execution of a 
strategic plan is a discipline. That means that 
leaders and managers carefully think through 
the larger steps to meeting goals and then 
map them out. That practice, they say, is dif
ferent from tactics and tasks, which are spe
cific and limited steps in carrying out a larger 
piece of work, and often reflects a "silo" men
tality that isolates people from each other and 
defeats strategy. Execution is the discipline of 
synchronizing people in different work disci
plines who are collaborating to implement 
various strategies, creating accountability, and 
building organizational capacity to make the 
strategies stick with greater reliability. 

Three building blocks of execution can 
ensure successful execution of a plan. First, 
Bossidy and Charan outline seven essential 
behaviors in an organizational leader or man
ager that keep him or her from becoming 

68 THE JOURNAL OF VOLUNTEER ADMINISTRATION 
Volume 23, Number 4, 2005 



mired in micromanagement or so visionary 
that there is a lack of specificity. These seven 
behaviors include the following: know your 
people and your business, insist on realism, 
set clear goals and priorities, follow through, 
reward the doers, expand capabilities. and 
know yoursel£ These behaviors can be devel
oped through training and reading in the 
business literature, but the authors say that 
"the ultimate learning comes from paying 
attention to experience." Another building 
block-cultural change so that people's beliefs 
and behavior can be linked to bottom-line 
results. The third building block is to choose 
the right people for the right job. A specific 
issue for volunteer managers is finding the 
right volunteer to move into a specific job
a difficult responsibility. 

The authors also describe three core 
processes of execution, the actual work of the 
manager or leader. There are three compo
nents: strategy, people, and operations. First, 
the right people need to be linked to strategy 
and operation. The right individuals need to 
be linked to the right work (much tougher 
than it might appear). It identifies and devel
ops current leadership talent for the work. It 
also fills the leadership pipeline for a strong 
succession plan. Secondly, strategy needs to 
link people to operations. Strategy must iden
tify critical issues, critical needs, and critical 
interventions. Finally, operational work must 
make the proper link between strategy and 
people, and focus on the hows of strategic 
change rather than a basic repetition of previ
ous priorities, budgeting and training. 

For volunteer managers, execution can be 
a critical path·to the right use of volunteers, 
especially when they come from various 
sources (community, company, corrections, 
or educational institutions). Execution also 
compels volunteer managers to track volun
teer performance-not only of individual vol
unteers, but also of the program development 
that resulted from volunteer activity and of 
the effort and the impact that the program 
was designed to have. 

Execution: The Discipline of Getting Things 
Done is practical, not theort,tical, and is based 
upon managerial experience, not organiza
tional research. The authors do help volun
teer managers and executive directors to raise 
important questions about the best practices 
of a volunteer program, the importance of a 
coherent plan for the organization, and the 
development of managerial skills and compe
tencies to get the right things done in the 
right order at the right time. 

Execution of a plan is a vital management 
practice whether volunteer managers work 
full- or part-time, or if they have other 
responsibilities together with management 
of the volunteer program. When one moves 
into volunteer management, one must devel
op managerial capabilities. Action must be 
grounded in a strategic plan, and the strategic 
plan must be grounded in a process to 
execute the key areas of organizational and 
programmatic development. Only then will 
volunteer management be meaningful, coher
ent-and effective. 

John R. Throop is the Executive Director of the Association for Volunteer Administration. Prior to his work at AVA, he was pres
ident of The Summit Planning Group, Inc., Peoria, Illinois, a consulting and training firm in the nonprofit and public agency 
field. He earned his doctorate at Fuller Theological Seminary, Pasadena, California with a focus on organizational development 
in religious entities. He has published for 25 years. 

THE JOURNAL OF VOLUNTEER ADMINISTRATION 69 
Volume 23, Number 4, 2005 



The Journal of Volunteer Administration Announces 

A Call for Research Papers 
To Be Presented at the 

2006 International Conference on Volunteer Administration 
September 27-30, Minneapolis, Minnesota 

The Editorial Board of The Journal of Volunteer Administration (The JOVA) invites you to submit 
a proposa l sharing current resea rch related to volunteerism and voluntee r adm inistration. Accepted 
prop osa l auth ors will be invited to present the ir researc h during two concurrent sess.ions at the 
2006 International Conference on Volunteer Administrat ion (ICYA) to be held September 27-30 in 
Minneapo lis, Minn esota . Very success ful Research- Into- Actio n sess ions have been conducted at 
the Conferences since 2002. Additi onally, author s of research proposals presented at the Confer
ence will be invited to submit full manuscripts for 2007-2008 publicat ion in the Featu red Resea rch 
sec tion of The JOVA. While all proposals will be considered, topic s are enco uraged related to the 
2007-2008 JOVA issue them es of: 

• Spontaneous volunteerism and the coordination of volunteers in disaster response 
• The development of volunteer boards 
• Boomers, retirement, and volunteerism 
• The valuation of volunteerism beyond financial assessments 
• Demographic changes and effects upon volunteerism 

Submitting a Proposal 
Eac h propo sal requires the following three sect ions and respect ive information: 
• FiJst page: Full contact informatio n for all pape r autho rs including: Name; Position and/or Title; 

Complete Mailing Addre ss; Work Telephone Number; FAX Number; and E-mail Addre ss. 
• Second (new and separate) page: Actual proposal (max. 1000 words) following requir ed sec

tions: Paper Title (centered and in bo lded upper and lower case); Abstract (max. 200 words); 
Introduction, Purpo se of the Paper; Methodology OR Th eoretica l/Co nceptual Themes; Findings 
and Conclusions; Implications for the Profes sion; and , Refe rences. 
- Please single space all text, doubl e-spacing between sec tions. Proposa ls and papers must fol

low stylistic guidelines as outlined in the Publication Manu al of the American Psycho logica l 
Assoc iation (Fifth Edition. 200 1 ) . 

- Please submit proposa ls electron ica lly as a Word (.doc extension) or Rich Text (.rtf exte nsion) 
file attac hed to an e-mail mess age. Please use Microsof t Word 1997 or a more rece nt version 
when preparing the propo sal. 

- In the event an author does not have access to a computer with e-mail capability so as to be 
able to submit electron ica lly, please mail four cop ies of the propo sal as well as the propo sal 
on diskette in either a Word or Rich Text file . Mail ed propo sals must be rece ived by the dead
line identified. 

- All propo sals will be "bl ind" reviewed by two members of The JOVA Editorial Board or 
Reviewers. Proposal authors will be notified in March and manuscr ipt specification s will be 
forwarded to those accepted. Presenters accepted will be required to register for and pay the 
ICVA registration fee , and cove r their own travel and lodg ing expenses. 

All proposals must be received by 5:00 p.m. EST on Monday, January 9, 2006 

Please send propo sals to: Dr. R. Dale Safr it, Assoc iate Edito r, The JOVA, Depart ment of 
4-H Youth Development, NC State University, NCSU Box 7606, Raleigh, NC, 27695-
7606, USA . Dr. Safri t's e-mail address is dale_safrit @ncsu.edu. 

70 THE JOURNAL OF VOLUNTEER ADMIN ISTRATION 
Volume 23. Numb er 4, 2005 



GUIDELINES 
FOR SUBMITTING MANUSCRIPTS 

Content 

The journal OfVoltmteer Administration seeks to publish original manuscripts that provide for an exchange of ideas and 
sharing of knowledge and insights about volunteerism and volunteer management and administration. Manuscripts may 
focus on volunteering in any setting, in North America and internationally. 

The journal is a refereed publication of the International Association for Volunteer Administration (AVA) and expands and 
updates the research and knowledge base for professional volunteer administrators and ocher not-for-profit managers to 
improve their effectiveness. In addition, The journal serves as a forum for emerging and contemporary issues affecting vol
unteerism and volunteer administration. The journal is written, peer-reviewed, edited, and published by professional vol
unteer administrators, researchers, and consultants, sharing with their colleagues successful applications, original and 
applied research findings, scholarly opinions, educational resources, and challenges on issues of critical importance to vol
unteerism and the field of volunteer administration. 

Manuscripts may be submitted at any time during the year. The journal is published quarterly. Authors submitting manu
scripts to The journal must follow the guidelines in this document. Submissions that deviate from these guidelines will be 
returned to the corresponding authors for changes. Manuscripts must be submitted for one of five focus areas: 

Feature Article (reviewed by three reviewers): Discusses applied concepts and research findings of particular interest and 
significance co volunteerism and volunteer administration both in North America and worldwide. Connects theory co 
practice and emphasizes implications for the profession. (Maximum length: 3,500 words, plus abstract, tables, and graph
ics.) 

Research in Brief (reviewed by three reviewers): Summarizes basic and applied original research results of importance to 
volunteer administrators. (Maximum length: 2,000 words, plus abstract, tables, and graphics.) 

Ideas That Work (reviewed by one reviewer): Describes novel ideas, training formats, innovative programs, and new meth
ods of interest co volunteer administrators. (Maximum length: 1,500 words plus abstract, tables, and graphics.) 

Tools of the Trade (reviewed by the editor): Reports on specific materials, books, and technologies useful to volunteer 
administrators. (Maximum length: 1,000 words plus abstract, tables, and graphics.) 

Commentary (reviewed by the editor): Offers a challenge or presents a thought-provoking opinion on an issue of concern 
co volunteer administrators. Initiates discussion or debate by responding to a previously published journal article. {Maxi
mum length: 1,500 words plus abstract.) 

Manuscript Style and Preparation 

I. In all aspects, follow the Publication Manual of the American Psychological Association (APA) (Fifth Edition, 200 l ). 
Manuscripts that vary from the APA style will be returned for conformity co char style and may lead co significant 
delays in a publication date. 

2. Submit manuscripts as Microsoft Word 5.0 for Windows or Word Perfect 5.2 or higher, 12-point type, Times New 
Roman font, double-spaced, 1.5 margins all round. Prefer all submissions be made via e-mail. 

3. All manuscripts muse have a running head, which is an abbreviated title chat is printed at the top of the pages of a 
published article to identify the article for readers. The head should be a maximum of 50 characters, counting letters, 
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